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MATERNITY
Executive suits, elegant dresses, contempo
rary sportswear, and evening dresses too! For
a great image during and after pregnancy.
Catalog with swatches and fit guide $3,
refundable with order. Visit our stores in:
Atlanta, Arlington Hts., IL, Baltimore, Boston,
Charlotte, NC, Chicago, Cleveland, Dallas, Denver, Fair
Oaks Mall, VA, Ft. Lauderdale, Harrisburg, PA,
Hartford, CT, Houston, King of Prussia, PA, Los
Angeles, Minneapolis, Memphis, TN, New Orleans,
New York, Palo Alto, CA, Philadelphia, Pittsburgh,
Princeton, N.J., Rochester, MN, San Francisco, Orange
County, CA, Stamford, CT, St. Louis, Washington, D.C.

Telephone 215-625-0151. 1309 Noble Street, 5th
Floor, Dept. WW77, Phila., PA. 19123.

—For Auditors Only —
A consulting and staffing firm
that specializes in placing
Auditors in project-based
assignments and staff positions
at major corporations,
accounting firms and other
organizations throughout
California.
Project-based assignments are
offered to qualified professionals
available to handle specific
projects for client companies.
We do all the marketing for you;
strictly confidential and
completely free to you. Fees are
paid by client companies.

Take advantage of a specialized
service set up just for YOU.
Call or send resume to:
Karon Grider, CPA
(213) 658-1053

The Audit Group
6399 Wilshire Blvd., Suite 519
Los Angeles, CA 90048
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Editorial Notes
The beginning of this new decade
is bringing many exciting changes to
The Woman CPA. For our Winter
issue, we have a first-time editor, a
different look, an important new
department, and revised instructions
to authors.
This is my first issue as editor. I
am replacing Lillian Parrish, who has
been an outstanding editor over the
past three years. I’m still at the top of
the learning curve, so Lillian’s help
and advice has been invaluable to me
during this transition period. Lillian,
I’d like to express my deepest
appreciation. You are a tough act to
follow.
Last year’s executive committee
for TWCPA approved a new logo
which we have introduced in this
first issue of the 1990’s. This gives a
more upbeat appearance to the face
of our journal. Since this is a
quarterly publication, our issues will
be designated as seasons rather than
months. Also, we’re adopting
seasonal colors; blue for winter,
yellow for spring, green for summer,
and red for fall. Because of many
recent advances in the fields of
graphics, desktop publishing, and
printing, we have available resources
to make our publication esthetically
pleasing. Although appearance is
important, we are a professional
journal, and as such, content will
always be our top priority.
The most important substantive
change for The Woman CPA is the
addition of a Gender Issues
Department. Karen Hooks, who has
an impressive publication record,
including numerous gender related
articles, is the first editor for our new
department. Since Karen has
complete control over the form and
content of this department, she has
the privilege of introducing it to you
in this issue. Make it one of your
“must read” articles!
We have revised the title of our
Manuscript Guidelines to
Instructions to Authors and included
it on the last page of this issue. We
have more explicitly stated our
editorial philosophy which is in

keeping with the objectives of our
two sponsoring organizations, ASWA
and AWSCPA. Although we do
publish some theoretical articles, we
are primarily a professional rather
than an academic journal. We are
dropping the submission fee in order
to attract more articles of a practical
nature.
Being named Editor of The Woman
CPA has been a great honor for me.
The publication of my first edition
has been a real challenge but I would
be less than honest if I didn’t admit
that I’m cautiously navigating my
course. A journal is only as
successful as the satisfaction of its
readers. I encourage your feedback.
All of us together can maintain the
high quality of our journal.

The Spring issue
includes articles on:

• Government Accounting
Standards
• Government Auditing
Standards
•
Expert Systems
And more ...

LET THE GOVERNMENT
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Grants/loans to $500,000.
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707-449-8600.
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New Pension Laws:
Problems or Solutions?
By Sarah C. Dawkins and Nancy G. Boyd
Introduction
The Pension Reform Act of 1987 amended the Internal
Revenue Code of 1986 and Title I of the Employee
Retirement Income Security Act (ERISA) of 1974 with
regard to pension integration, participation, and
requirements for vesting. The Financial Accounting
Standards Board (FASB) has also been active in
determining how pensions should be treated. The FASB
has released Statement of Financial Accounting Standards
No 87 which took effect in 1989. (This topic is covered in
another article in this issue.)The new tax law will have farreaching effects in the business world as it will affect all
accrued pension benefits existing in the year 1989 and
thereafter.
Background
The Tax Reform Act of 1986 changed certain
stipulations involving pensions. The most important
change was to shorten the vesting period - the time
required for employees to be on the job before they are
entitled to pension benefits - from 10 years to 5 years. This
was viewed as a way to provide greater retirement
security.

Starting in 1987, any early
withdrawals from all types of retirement
plans are subject to a 10% penalty
In 1974, ERISA had set forth three alternative
schedules for the vesting of employees’ accrued benefits.
One alternative gave a graduated step vesting that started
with 25 percent vesting after five years of service and
increased at 5 to 10 percent thereafter, so that employees’
accrued benefits would be 100 percent vested after 15
years. Another schedule allowed 100 percent vesting of
accrued benefits after ten years of service, and the third
alternative is referred to as the “rule of 45.” This
alternative accrued benefits of an employee with 5 or
more years of service and provided for 50 percent vesting
when the sum of a person’s age and service equal 45, with
10 percent additional vesting for each year of service.
The 1986 Tax Reform Act changed the time required
for vesting under the second alternative from 10 to 5

4/The Woman CPA, Winter, 1990

years. Previously, under the ERISA’s second option,
unless an employee stayed on the same job for 10 years,
the employee was not vested in the pension plan. The
person would have nothing to look forward to in terms of
pension benefits. Under the new law, if an employee is on
the job when the new vesting rules go into effect, the
employee gets full credit for the number of years already
worked [Tax Reform, p. 14].
In addition, after 1986, employers can offer employees
two options with regard to compensation. The first option
is to receive all compensation in cash. The second option
is for the employee to contribute up to a maximum of
$7,000 of compensation to a simplified employee pension.
The $7,000 limit applies to all elective deferrals by an
individual under all cash or deferred arrangements in the
individual’s tax year. Any monies put into the simplified
employee pension are not taxed until withdrawn after age
If withdrawn before that time, there is a 10% penalty.
The Tax Reform Act of 1986 also brought changes in
the area of who qualifies for the pension plan. Prior to the

Because lump-sum
payments and cashouts
reduce retirement benefits,
Congress is investigating
ways to make
pensions portable.
law, employers could ignore making
contributions for employees who
earned low wages, as long as the
contribution plan was coordinated
with Social Security. Under the Tax
Reform Act of 1986, the employer is
specifically prohibited from
discriminating in favor of employees
who are highly paid, or shareholders,
or officers. Now, if a plan exists, all
employees will receive some
retirement benefits provided by the
employer in addition to the benefits
received under Social Security.
The Tax Reform Act of 1986
changed the penalty associated with
withdrawals from a retirement plan.
Prior regulations permitted
withdrawals and only regulated that
these withdrawals would be taxable.
However, no penalty was imposed if
the use of the funds was for personal
reasons. Starting in 1987, any early
withdrawals from all types of
retirement plans are subject to a 10%
penalty. Exceptions to the 10%
penalty are when there are rollovers
from IRA’s and other plans, life
annuities, early retirement, or certain
cases of hardship.
The latest bill concerning
pensions, the Pension Reform Act of
1987, has opened up the issue of
pensions even more than was done
by the Tax Reform Act of 1986. As a
result of the Pension Reform Act of
1987, several bills have been
introduced that address the issue of
portability of pensions.

Pending Legislation
In the past, when an employee quit
a job, the employee could receive a
lump-sum payment for the vested
pension amount. The result was,
more often than not, a case where
the employee spent the money rather
than re-investing it in a pension-type
retirement plan. Consequently, when
that employee is ready to retire, the
amount of funds available for
retirement will have been reduced by

the amount of money received in the
lump-sum payments [Geisel, p. 1].
Currently, 81% of defined
contribution retirement plans pay out
a lump sum when an employee
terminates his employment. In
addition, 39% of the plans have a
provision for a cashout of the plan
[Bodnar, p. 9]. The future stream of
retirement benefits to supplement
social security benefits is interrupted
anytime a lump-sum payment or
cashout is allowed.
Because lump-sum payments and
cashouts reduce retirement benefits,
Congress is investigating ways to
make pensions portable. One such
bill establishes guidelines for
employees who leave one job and go
to another before retirement age.
The bill proposes that an employee
would transfer accumulated pension
funds to the next employer’s defined
contribution plan or to an Individual
Retirement Account. In either case,
the funds would remain invested
until retirement age. Another option
would be for the employee to leave
the funds in the pension plan of the
former employer. Basically, the bill
prohibits any lump-sum distributions
before retirement from a pension
plan except in cases of death,
disability, medical care expenses, or
to invest in a plan for employee stock
ownership [Geisel, p. 37].
Another recent pension bill, the
Pension Portability Act of 1987,
proposes to have employees transfer
pension plan distributions to outside
accounts under the control of asset
managers, banks, and insurance
companies. Companies would offer
workers various plans that would be
administered by asset managers who
would deal with reporting
requirements and red tape. Under
this proposal, all sizes of companies
would benefit, especially smaller
companies who could provide
retirement benefits without the large
expense of administrative costs
[Perlman, p. 10].

One problem for
employers under
the proposed bills
is information
dissemination.

Current Problems
Many companies have opted to
cash out their pension plans rather
than continue to administer them. A
company can opt to terminate a plan
that requires that the plan assets be
used for the exclusive benefit of the
plan participant and beneficiaries. In
this way, a company can eliminate
the problems of dealing with the
pension plan and at the same time
recapture plan assets that were not
available as long as the plan
remained in force. This has been a
growing problem in the area of

Employers will be
responsible for taking care
of the transfer offunds from
their plan to another
employer’s plan when an
employee changes jobs.
pensions. Terminations of 1,100
defined benefit pension plans have
occurred since 1980, and almost 1.5
million participants are no longer
covered. Meanwhile, the termination
of these 1,100 plans has provided the
companies with $12 billion in surplus
assets. When a plan is terminated,
the company is required to provide
for benefits accumulated up to that
point by everyone who is covered by
the plan. The plan stops and the
pension benefits accumulated to date
provide the employee with a fixed
pension rather than one that can
continue to grow and be adjusted for
higher salary bases and cost-of-living
increases [Hodge, p. 50].
The Pension Assets Protection Act
of 1987 has been introduced into
Congress. Its aim is to prohibit the
recapture of excess pension assets
from terminated defined benefit
pension plans. The act would do
away with the loop-hole that now
exists for corporations who want to
get their hands on excess assets and
in the process, eliminate pension
plans for their employees [Perlman,
p. 11].

Pros and Cons
The main argument for the bill to
prohibit lump-sum payments prior to
retirement is that it ensures a more
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Public pension plans are
being considered to see if
they have affirmative
action plans.
secure retirement future for
employees in that the stream of
pension savings is not interrupted or
destroyed. When a worker retires,
there is money available to help meet
needs. To provide employees with
greater security for the future is the
biggest argument in favor of the new
pension bills.
One problem for employers under
the proposed bills is information
dissemination. In 1974, the Employee
Retirement Income Security Act
(ERISA) required employers to tell
their employees about their benefit
status. However, the Department of
Labor has never established rules
that ensure this information is
passed on to employees. In a study
conducted by the General
Accounting Office, 82% of the
workers questioned were in error
about when they qualified for their
retirement benefits. In addition, onehalf of the summary sheets supplied
to workers about their pension plans
contained incorrect data [When, p.
1]. If this problem of mis-information
on pensions has existed since 9174,
the explanation of the new pension
options to employees may never be
accomplished unless some penalty is
imposed.
In addition to disseminating
correct information, employers will
be responsible for taking care of the
transfer of funds from their plan to
another employer’s plan when an
employee changes jobs. The amount
of red tape involved in accomplishing
this goal is seen by employers as an
unreasonable burden to assume in an
area where there is already
confusion.
Employers are not the only
opponents of the pending legislation.
There are pension experts who are
opposed to the new pension bills and
the requirements to transfer lumpsum payments to other pension
plans. These individuals feel that
employees may not contribute to
pension plans if withdrawals cannot
6/The Woman CPA, Winter, 1990

be made before retirement. The
general feeling is that the overall
employee savings rate will be
reduced [Geisel, p. 37].
Future Trends
As a result of the recent advent of
numerous pension bills in the
Congress, the area of pension fund
investment is being explored for new
opportunities. If the portability
features requiring employees to
transfer their accrued pension
benefits from one employer to
another, rather than spending them,
is enacted into law, a larger amount
of pension funds will be available for
investment than ever before.
One of the areas that is already
being explored as an arena for
investment of pension funds is
investment firms which are minority
owned. Public pension plans are
being considered to see if they have
affirmative action plans. These plans
mean committing funds to minority
owned investment firms. Although
there are not many, they are growing
in number. To get pension fund
business, minority firms are teaming
up with larger, more established
money management firms. Pension

Over the past several
years, pension coverage
of employees has been
decreasing because many
employers have come to
see pension plans as a
cost rather than a benefit,
or as a source of
additional capital in
times offinancial stress.
plans which have invested funds in
minority investment firms include
the Florida state pension plan and
the District of Columbia’s Retirement
Board. Once these firms gain
experience, pension funds will be
looking more closely at them as an
avenue for investment of their
increasing balances [Crossen, p. 27].

Summary
Pension plans are a fringe benefit
of employment. The new pension

laws being proposed in Congress are
aimed at protecting this employee
benefit. Over the past several years,
pension coverage of employees has
been decreasing because many
employers have come to see pension
plans as a cost rather than a benefit,
or as a source of additional capital in
times of financial stress. In order to
provide the employee with a more
secure retirement future, the new
laws seek to protect pension benefits,
not only from dilution by employers,
but also from dilution by employees
themselves who change jobs
periodically without providing for
continued pension coverage.
Requiring lump-sum pension
payments to be transferred to the
new employer will ensure the
employee of a stable retirement fund
to supplement social security when
the employee is ready to retire.
Sarah C. Dawkins, Ph.D., CPA is an
Associate Professor ofAccounting at
Middle Tennessee State University in
Murfreesboro, Tennessee. She is a member
of the American Accounting Association
and the Tennessee Society ofAccounting
Educators.

Nancy G. Boyd, M.S., M.B.A., CPA,
CMA is an Assistant Professor of
Accounting at Middle Tennessee State
University in Murfreesboro, Tennessee. She
is a member of the American Accounting
Association, the American Society of
Women Accountants, and the Tennessee
Society ofAccounting Educators.
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Literary Award Winners: Dahli Gray (center), chairman of the Literary Awards
Committee, congratulates winners Linda Plunkett and Deborah Turner.

Opening Session: Rachel Query, ASWA president, and Elizabeth
Lightfoot, 1989 JAM chairman, enjoy the opening session.

1989
JOINT ANNUAL MEETING
AWSCPA-ASWA

FUTURE
AWSCPA Presidents: Mary Ann Correnti, president-elect, Nancy Tang, president, and Diana
Scott, immediate past-president, exchange ideas for the coming year.

Above: AWSCPA Public Service Award:
Trini Melcher, recipient of the 1989
Public Service Award, displays the plaque
presented to her.
Right: 1990JAM: A group from
Washington, D.C., performs a song and
dance routine to advertise Washington,
D.C. as the 1990JAM site.
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Managing Your
Own Assets

Max Messmer is chairman and CEO of
Robert Half International Inc. Its Robert
Half and Accountemps divisions specialize
in permanent and temporary placement of
accounting, financial, banking and
information systems personnel.

By Max Messmer
As you go about reviewing other
peoples' assets, your success will be
largely determined by your ability to
review and manage your own
business assets - your current and
future employees. In a profession
where “your assets go home every
night”, the ability to attract, keep and
motivate good people is essential to
providing excellent service.
But, given the nature of the
accounting profession, this takes
special talent and flexibility.
The accounting profession, among
other requirements, demands
standardization, conformance to
rules and following procedures to the
letter. Strict adherence to these rules
creates excellent accountants who
build strong reputations.
On the other hand, the elements of
good people management require a
very different skills set. Good people
are motivated to do their best
through encouragement of risk
taking, creative ideas and bending of
rules instead of hard and fast
procedures. These concepts can
send chills up a manager’s spine
when thought of in terms of
accounting principles.
It takes a very special manager to
be adept at both the numbers and the
people side of the accounting
profession.
But this kind of adeptness is
required if the accounting profession
is to grow and prosper. Right now,
accounting is experiencing a
shortage of qualified young people
entering the profession. As the “baby
bust” years come into their full force,
that situation will intensify.
All of American business is
grappling with the diminishing
number of qualified college
graduates. Some of the strongest
competition going on in our country
is not for a fair share of business, but
for an adequate number of high
caliber employees who can sell and
service that business.
On one hand, the profession is
8/The Woman CPA, Winter, 1990

competing against many other
professions in attracting good people.
On the other hand, each firm or
corporate function is competing
against others in the profession to
maintain a competitive people
advantage.
Both efforts are equally important
for long-term success. As you work
on the most immediate problem at
hand - building the assets of your
own firm - you can do so in a manner
that will strengthen your profession,
as well.
Here are some suggestions for
recruiting and motivating solid
people assets. They are based on my
conversations with a number of our
most successful Robert Half clients,
who are taking innovative
approaches to assuring the long-term
vitality of their firms, departments
and profession.

• Separate the Practice from
the People. Help everyone around
you understand the dichotomy
between the negative concept of
“creative accounting” and the
positive concept of a “creative
accounting environment”. The first is
unacceptable. The second is
essential. Those who can split their
personas to demand solid,
unwavering accounting principles in
a fluid, creative people environment
will become the heroes of the 1990s.
Make current and prospective
employees understand that you
believe this is a challenge worthy of
taking on, and that you will champion
and support it fully.

• Talk about the value of the
Practice. When interviewing
candidates, concentrate on the value
they will help you bring to your
clients or your company. Recent
college graduates have minimal
business experience. Help them
understand the dynamics of business
and the important role the
accounting profession plays in
helping businesses be more
successful. Give examples of client

problems you help solve and of client
objectives you help turn into reality.
Get them excited about entering a
mainstream of American Business
which is a crucial artery to its
success, rather than a narrowly
defined job category.

• Do People Things That
Would Never Pass an Audit. The
best people entering our workforce
today not only require a “people
world” - they demand it. They
demand creative license, creative
interaction, encouragement to be
their best, and positive recognition of
their entrepreneurial spirit. They will
use this criteria in choosing both a
profession and an employer.
To attract and retain these
employees, you must give them the
freedom to create a “people world”
that happens to be in the business of
managing numbers. You must allow
them to make a work environment
that is based on creative ideas rather
than rules and regulations.

• Think of Yourself as a Job
Applicant. Sometimes the desires,
aspirations and demands of a young
person entering the field sound naive
when filtered through the jadedness
that often is a byproduct of long
years of experience. Adjust your own
thinking to see new ideas through
the eyes of a young person entering
the profession.
What did you want in career
satisfaction that hasn’t come to pass?
Let each crop of new thinkers who
are unfettered by experience give
renewed vigor to your own
aspirations and drive the spirit of
your organization.
The extent to which the
accounting profession of tomorrow
will be considered an exciting place
to be is dependent on how the
profession manages its people assets
today. If people assets are well
managed, then high quality
management of client assets will
follow naturally.

SFAS 87
What Effect So Far?
By Mary Ann Merryman
SMS 87 has made significant changes in employer’s accounting
for pension plans. Most of the changes are now required disclosure,
however the requirement to record an additional minimum
pension liability was delayed to 1988. This paper summarizes the
changes imposed by SFAS 87 and discusses the effect of these
changes on companies’ financial statements in the year of adoption,
as well as the future effect when the remainder of the statement
becomes effective.

In December 1985, the Financial Accounting Standards
Board (FASB) issued Statement of Financial Accounting
Standards (SFAS) No. 87 “Employers’ Accounting for
Pensions”. It superseded Accounting Principles Board
(APB) Opinion No. 8 “Accounting for the Cost of Pension
Plans” and SFAS No. 36 “Disclosure of Pension
Information”. This statement was the result of a ten year
study of pension accounting by the FASB. From 1980 to
the end of 1985, the FASB issued two discussion
memorandums, a preliminary views document, two
exposure drafts and witnessed 151 presentations over
thirteen days of public hearings prior to issuing the final
statement. The length of time the project required
indicates the importance of and the controversy
surrounding the topic. There was controversy even within
the Board itself, as indicated by the four to three vote on
the final statement. With the exception of the minimum
liability disclosure, SFAS 87 was effective for fiscal years
beginning after December 15, 1986. The FASB
encouraged early adoption and numerous companies
elected to do so.
What Were the Changes?
The FASB’s goal in developing SFAS 87 was greater
consistency in pension accounting. The objectives of
the statement, as described in paragraph 6 are:

pension expense will now be derived from six
components:
1. Service cost (increases pension expense) - This
component is the actuarial present value of benefits
attributed by the pension benefit formula to employee
service for the current year, measured by using the
projected unit credit method with salary progression, if
applicable, and discounted to present value using a
current discount rate. APB 8 permitted a choice among
several actuarial methods and allowed the use of very
conservative discount rates.
2. Interest cost (increases pension expense) - This
component is the increase in the projected benefit
obligation due to the passage of time, using a settlement
basis discount rate.
3. Actual return on plan assets (decreases pension
expense) - This component is the difference between the
fair value of plan assets at the beginning of the period and
the fair value at the end of the period, adjusted for
contributions and payments of benefits during the period.
(Adjustment to expected return is included in the gains or
losses component).
4. Amortization of unrecognized prior service cost
(generally increases pension expense) - This is a new
method of amortization required by the FASB.
5. Amortization of gains and losses (may increase OR
decrease pension expense) - This component represents
the changes in the amount of either the projected benefit
obligation or the plan assets resulting from experience
different than assumed and from changes in assumptions.
Amortization is now calculated using the “corridor
approach” which helps to eliminate some of the volatility
in this component of expense.
6. Amortization of the transition
amount (may increase OR
decrease pension
expense) - “Transition
amount” is the
unrecognized net
obligation or
unrecognized

a. to provide a measure of net periodic pension cost that is
more representationally faithful than those used in past practice
because it reflects the terms of the underlying plan and because it
better approximates the recognition of the cost
of an employee’s pension over that employee’s
service period;
b. to provide a measure of net periodic
pension cost that is more understandable and
comparable and is, therefore, more useful
than those in past practice;
c. to provide disclosures that will allow
users to understand better the extent and
effect of an employer’s undertaking to provide
employee pensions and related financial
arrangements; and
d.
to improve reporting offinancial position.

With these objectives, the FASB made changes in
four areas:
#1) SFAS 87 requires a standardized method of
measuring annual pension expense. As prescribed in
paragraphs 20 through 34 and in paragraph 77, net
9/The Woman CPA, Winter, 1990

net asset existing at the date of initial
application of SFAS 87. This amount
represents a “fresh start” in that it
includes the unamortized amounts
for any plan amendments or actuarial
gains and losses that arose before
initial application of SFAS 87. This
amortization provides some relief in
pension cost.
Change #2) Under SFAS 87, the
cost of retroactive benefits are
required to be recognized over the
remaining service period of active
employees. Recognition was
previously allowed over a period of
up to forty years.
Change #3) A new “minimum
liability” is required to be recorded
when the accumulated benefit
obligation under the pension plan
exceeds the fair value of plan assets.
No such disclosure has been
required previously. This new
liability need not be reflected on the
balance sheet until fiscal years
beginning after December 15,1988.
Change #4) Significant additional
disclosures are required. SFAS No.
88 “Employers’ Accounting for
Settlements and Curtailments of
Defined Benefit Pensions Plans and
for Termination Benefits” was also
issued at the same time as SFAS 87,
changing significantly the accounting
for pension plan terminations,
settlements and curtailments.
What has Been the Effect of
These Changes?
The Wall Street Journal [Crossen,
1988] has stated, “It (SFAS 87) has to
be one of the most feared and

misunderstood accounting rules of
all time ... It may affect the way
more than a trillion dollars is
invested - and the lives of millions of
people.” Given the controversy
mentioned above and the fact that
many companies opposed the
issuance of the statement, what has
been the effect of the changes in
calculating pension expense?
In order to evaluate the effect of
the changes required by SFAS 87 on
companies’ financial statements, the
annual reports of 100 publicly traded
companies with defined benefit plans
were examined for the year in which
they made the transition from APB 8
to SFAS 87. Sixty-nine of the
companies were included in Forbes
500 largest companies in the United
States. The other 31 were smaller
and not as well known. The objective
was to determine the impact of the
change on pension expense and/or
net income (loss). Of the 100
companies examined, 72 elected
early adoption of SFAS 87. Twenty
eight companies chose to implement
the statement when required.
Seventy-one of the 72 early adoptees
were able to reduce pension expense
under the new rules, or the change
was not material.
Of the 100 companies, 28 were
able to report pension income under
the new statement. (See Exhibit A)
This was possible primarily due to
the offset of the return on pension
plan assets when calculating net
pension expense.
Sixty-five of the companies
reported a decrease in pension

Exhibit A
Pension Expense vs.
Pension Income

expense in comparison to what
expense would have been under APB
8. (See Exhibit B) Only three
companies stated that pension
expense had increased. (However,
one of the companies with increased
expense reported an increase of
50.4%)
What was the magnitude of the de
crease in pension expense for the 65
companies? Some companies chose
to disclose the impact as a decrease
in pension expense. Others chose to
show the increase in net income
(decrease in net loss) as a result of
decreased pension expense. Exhibit
C shows the breakdown of those
annual reports which disclosed the
change in pension expense and those
which disclosed the change in net
income (loss). Thirteen companies
reported a decrease in pension
expense of over 100%. One company
had an increase in net income of
121% due to implementing SFAS 87.
What About the New
Minimum Liability?
Probably the most controversy
surrounding SFAS 87 concerned the
recording of an additional pension
liability for underfunded plans.
Previously, the only pension asset or
liability on the balance sheet was
prepaid or accrued pension cost
originating if the company chose to
fund, or pay into the plan, an amount
greater than or less than pension
expense recognized on the income
statement. SFAS 87 will require some
companies to record an additional
liability on their balance sheets in

Exhibit B
SFAS 87 Effect on
Pension Expense

Not Disclosed -1 Company

Not Disclosed - 5 Companies

Immaterial
27
Companies

Decrease
65
Companies

Increase
3 Companies
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fiscal years beginning after Decem
ber 15,1988. Following the principle
of conservatism, the FASB will not
permit a company with plan assets in
excess of obligations to record a
pension asset.
Opponents of this liability argue
that the assets and obligations of the
pension plan are not general assets
and liabilities of the employer, but
are assets and liabilities of the plan
itself and should appear only on the
financial statements of the pension
plan. This ongoing controversy as to
“Whose money is it, anyway?” still
continues despite SFAS 87.
The new minimum liability is the
amount of any unfunded accumu
lated benefits, which is the difference
between the accumulated benefit
obligation and the fair value of the
plan assets. The accumulated benefit
obligation differs from the projected
benefit obligation in that it is the
actuarial present value of benefits
earned to date without regard to the
effects of future pay increases. In
other words, it is a more conser
vative representation of the pension
plan’s future obligation, but would be
an indication of the liability if the plan
were terminated. The minimum
liability is compared to the previously
recorded prepaid or accrued pension
cost and an additional liability is
recorded, if necessary, to show a
total pension liability equal to the
minimum liability. If an additional
liability is to be credited in situations
where there are unfunded obligation
s, what is the offsetting debit? The
FASB has stipulated that the debit
will be to one of two accounts. The
most common will be to an intangible
asset that will not be amortized, but

the balance of which will be adjusted
as the additional liability is adjusted
to the funding status at each fiscal
year end. The argument in favor of
recording an asset is that the un
funded benefits usually arise from
plan amendments that are expected
to benefit future periods. In those
situations where the new liability
exceeds the existing unrecognized
prior service cost (from plan amend
ments) , the excess is considered to
have no future economic benefit and
would be debited to a contra stock
holders’ equity account rather than
to an intangible asset. Of the 100
companies examined in this study, 32
had unfunded accumulated obli
gations on the date of adopting SFAS
87. (See Exhibit D) Of the 32,19
would have been required to record
an additional pension liability in the
year of transition if the FASB had not
delayed this requirement. The
amount of the additional liability
would have ranged from $1 million
(an immaterial percentage of the
company’s total assets) to $3.3 billion
(5% of the company’s total assets).
Although the majority of the com
panies chose early adoption of the
other SFAS 87 changes, only one
company chose to record their addi
tional liability early, in the transition
year.
SFAS 87 does not permit com
panies with more than one pension
plan to combine plans in determining
the unfunded accumulated obligation
unless the assets of one plan can be
used to settle obligations in another.
If allowed to combine plans, sixteen
of the above nineteen companies,
with additional liabilities, would not
have calculated such a liability.

Exhibit C
Impact of Decrease in Pension Expense
No. of
Companies

No. of
Companies

Effect Stated as
Decrease in
Pension Expense
13
10

0
020%

4121618140% 60%
80% 100%
Percent of Decrease

Over
100%

05%

610%

11162115%
20%
25%
Percent of Increase

Over
100%

The FASB initially proposed
recording the difference between the
projected benefit obligation and the
fair value of plan assets and dis
closing the full unfunded liability
under the plan. However, as a result
of responses to Preliminary Views
and the Exposure Draft, concessions
were made. “The Board believes that
it would be conceptually appropriate
and preferable to recognize a net
pension liability ... measured as the
difference between the projected
benefit obligation and plan assets ....
However, it concluded that [that
approach] would be too great a
change from past practice to be
adopted at the present time.” [SFAS
87, paragraph 107].
If the FASB, for purposes of the
additional liability, and followed
through with its proposal and
required an additional liability based
on the unfunded projected obliga
tion, 42 of the 100 companies
selected, rather than 32, would have
been underfunded, and of the 42, 37
(versus 19 using the accumulated
benefit obligation) would have
calculated an additional pension
liability (See Exhibit E).

Has Disclosure Been
Improved?
One objective of the FASB was to
provide more meaningful and under
standable footnote disclosure. The
statement lists, in paragraph 54, the
specific items to be included. Of the
100 companies examined, all but
three appeared to have adequate dis
closure. There were differences in
how the information was presented
but there was some degree of uni
formity among the 97 detailed foot
notes. The footnotes were still quite
complex, however, and only a user
with a reasonable degree of pension
knowledge would actually under
stand what was presented. Given the
complexities of pension plans, most
likely this will always be true.
Conclusion
The Financial Accounting Stan
dards Board set out, in SFAS 87, to
(1) improve the measurement of
annual pension cost on the income
statement by making it more repre
sentationally faithful, more under
standable and more comparable; (2)
provide better pension disclosure;
and (3) improve the reporting of
11/The Woman CPA, Winter, 1990

Exhibit D
Funding Status Using
Accumulated Benefit
Obligation*
No Disclosure - 4 Companies

Exhibit E
Funding Status Using
Projected Benefit
Obligation
No Disclosure - 4 Companies

* Two companies disclosed only the projected benefit obligation and not the
accumulated benefit obligation. Funding status for these companies is thus
based on the projected benefit obligation

financial position. Based on the
research conducted, it appears that
goals 1 and 2 have been achieved.
The standardization of determining
pension expense (income) and of
footnote disclosure will improve
financial reporting but not without a
significant impact. Financial state
ment users should be aware of this
impact and of the effect SFAS 87 will
have on net income during the
period of transition, especially in
comparison to fiscal years prior to
adoption. Whether or not an
improvement in the reporting of
financial position will result from
SFAS 87 has yet to be seen. If the
additional liability were required at
the same time as the remainder of
the statement, some companies
would have recorded significant new
liabilities and assets/contra stock
holders’ equity accounts on their
books. Whether or not this would
have improved the balance sheet
depends on how one views pension
assets and obligations.
Mary Ann Merryman is Assistant
Professor ofAccounting at Saint Mary's
College in Notre Dame, Indiana. She is a
member of the AICPA, the AWSCPA, the
Indiana CPA Society, the Governmental
Finance Officers Association and the
American Accounting Association.
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Measuring
Productivity:
A Look at What the Coal Mining Industry Does
By Joseph J. Urbanowicz, Jr. and Thomas J. Phillips, Jr.
Introduction
There may be no better example of the need for
productivity measurement techniques than the coal
mining industry. Soaring costs have closed numerous
mines and caused some companies to discontinue opera
tions altogether. Increased productivity can be the key to
allowing companies to survive in a worldwide marketplace
where cost is the most important factor. Successful firms
have found that improving productivity requires establish
ing measurements with baseline values for comparison of
future productivity levels.
Engineers have developed many of the productivity
measurements used in coal mining operations out of a
genuine need for economic efficiency. This has been the
case in many industries. This paper examines some of the
productivity measurements that are required for a
successful surface coal mining operation. These types of
measurements exemplify the need for accountants to
become more creative in any industrial setting. Most of
them call more for imagination than for familiarity with
the technical operations.

Engineers have developed many of
the productivity measurements used in
coal mining operations out of a
genuine need for economic efficiency.
This has been the case in many industries.
Productivity
“Productivity is the measure of how effectively all
resources are used, whether they be labor, capital, raw
materials, or equipment [Owens, 1985, p. 48].” Effective,
efficient use of resources in the coal mining industry is
synonymous with the survival of the company. Constant
productivity measurements must be made on equipment
and labor if operations are to be improved and costs
lowered. Productivity data are essential in establishing
realistic planning and forecasting criteria as well. Efficient
use of resources in any industrial setting requires produc
tivity data.
Dividing a surface coal mining operation into units is
first necessary. Productivity measurements then help
determine productivity levels of unit operations as well as
overall performance of the collective mine. This segment
ing process is normally a good first step in any organiza

tion. Recent technological changes allow enhanced
productivity measurement using electronic monitoring
and computers. Examples of technological changes in the
coal mining industry are examined in a later section.

Recent technological changes allow
enhanced productivity measurement
using electronic monitoring and
computers. Examples of technological
changes in the coal mining industry are
examined in a later section.
Measurements for Unit Operations
Productivity in individual unit operations determines
the overall productivity of a surface coal mine. Four unit
operations comprise a surface coal mine: drilling, blast
ing, overburden removal, and coal loading and hauling.
Knowing the basic operational process in any organiza
tional unit is essential for developing productivity meas
urements. Notice in the following sections how the
process objectives are refined into measurements in each
of the unit operations.
Drilling
The majority of surface coal mines in the United States
have overburden material, rock that directly overlies the
coal seam. This must first be fractured into a loadable
size. The first unit operation in the fracturing process is
production drilling. Drill holes of varying diameter are
bored into the overburden from a predetermined eleva
tion to the top of the coal seam. Normally these holes are
drilled in a carefully designed pattern to maximize rock
fracture and to minimize drilling time and the amount of
explosives used.
During every shift, the drill operator routinely records
the depth of each hole and the total depth of drilling on
daily drill reports. "The daily drill report should also
include date, shift, operator and helpers’ names, identity
of the drill rig, location, material encountered, actual
rotating time, delays and their cause, potential mechanical
problems in evidence, and wear condition of the bit after
each hole. This information is valuable for future perform
ance analysis and calculating overall drill efficiency.”
[Williamson, 1972, p. 308]
The measure of drilling productivity is penetration rate,
the distance of drill bit advances through overburden per
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unit of time. For example, if the total
footage drilled for a particular eight
hour shift were 846 feet, the penetra
tion rate would be 105.8 feet per
scheduled hour (846 feet divided by
8 hours). Drilling productivity also
can be expressed in terms of operat
ing hours and actual rotating hours.
In the example above, if the drill
operated for six of eight scheduled
hours (two nonproductive hours
were allocated to operator travel,
lunch break, breakdowns, fueling,
etc.), the penetration rate would be
141.0 feet per operating hour (846
feet divided by 6 hours). If the drill
were actually rotating five of the six
operating hours (one hour was
allocated to drill travel and setup
time between holes), the penetration
rate would be 169.2 feet per rotating
hour (846 feet divided by 5 hours).1
Drilling productivity is measured
each shift for every drill in operation.
This information is then compiled on
a daily, monthly, and annual basis.
Accurate measurement of drilling
productivity is essential in
determining drill cost per foot. Once
1 In one subsequent discussion of unit
operations, we use the scheduled hourly
basis for productivity measurement.

operating and ownership costs have
been determined on an hourly basis,
the cost per foot for each drill can be
calculated by dividing cost per hour
by the penetration rate ($/hr divided
by ft/hr = $/ft).

The amount of time
required to prime, load,
and detonate the drilling
pattern is an important
consideration in the
overall performance of
blasting operations.
Blasting
Blasting is the second unit
operation in the fracturing process.
After drilling, holes are loaded with
an explosive mixture. Bulk trucks
carrying explosives drive directly up
to the drill hole and deposit the
mixture into the hole.
The amount of time required to
prime, load, and detonate the drilling
pattern is an important consideration
in the overall performance of
blasting operations. Productivity of

the blasting operation, however, is
measured primarily in terms of the
quantity of explosives required to
fracture a unit volume of overburden
material. The powder factor is a
measure of the number of pounds of
blasting agent needed to fracture
each bank cubic yard of overburden
material.
Two measures are required. The
blasting foreman calculates total
quantity of bulk explosive placed into
the holes. Next, total bank cubic
yards of overburden fractured must
be calculated by using hole spacing
and depth data available from drill
reports relating to the particular
drilling pattern. The powder factor is
then calculated by dividing total
pounds of bulk explosive by total
bank cubic yards of overburden
blasted. Another measure of blasting
productivity is the blasting ratio. This
is defined as “total bank cubic yards
of overburden divided by the total
number of pounds of explosives,
including caps, primers, boosters,
and the blasting agent.” [Pfleider,
1973, p. 142]
Overburden Removal
Three common methods of over
burden removal are by dozer, truck/
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loader, and dragline. Choice of equip
ment selection depends on capital
availability, strip ratio (bank cubic
yards of overburden per ton of recov
erable coal), number of coal seams to
recover, geology, and quantity of
recoverable coal that must be
uncovered each operating day.
In dozer stripping operations, the
blasted overburden is pushed into an
adjacent pit or spoil area. Two
variables that have the greatest
impact on dozer productivity are
push distance and working grade:
how far the dozer must push each
blade of material, and the positive or
negative effect of the working grade
upon the speed of moving material.
Dozer productivity is measured
most accurately by volumetric field
surveys and time studies. The first
step requires a survey of the existing
topography of the area to be
excavated. A stop watch is started,
and the dozer begins pushing the
overburden into the adjacent spoil
area. Accurate records must be kept
on average push distance, average
working grade, downtime, and
operating time. The dozer should
work for several days in order to get
a representative result.

Two variables that have
the greatest impact on
dozer productivity are push
distance and working
grade: how far the dozer
must push each blade of
material, and the positive
or negative effect of the
working grade upon the
speed of moving material.
When work is completed, total
time is recorded, and a second field
survey defines the shape of the
excavation. The difference between
the pre-mining and post-mining
surveys is volumetrically evaluated
to calculate the bank cubic yards of
overburden pushed. Dividing the
total bank cubic yards by the
scheduled operating hours yields the
dozer productivity for the average
push distance and working grade
under examination.
Similar studies are required for
different excavating situations (i.e.,

shorter or longer push distances,
and steeper and flatter working
grades). The same productivity
measuring technique should be
carried out for all dozers with
different horsepower ratings and
blade specifications. Measuring
different dozer productivities in
varying situations yields a range of
productivity information that can be
expressed in spread sheet format.
Productivity data are matched with
dozer coast per hour information to
yield dozer cost per bank cubic yard
of overburden ($/hr divided by
BCY/hr = $/BCY). Resulting
information can again be placed into
a spread sheet format to illustrate
varying cost per bank cubic yard for
different push distances and working
grades.
Another method of overburden
removal is with truck and loader. The
loader scoops up the loose
overburden material and dumps it
into a truck. The truck hauls the
material to a dumping location and
returns for another load.
There are several methods
available to measure the productivity
of the truck/loader team. The first
method involves accurate
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recordkeeping of truck load counts.
Each truck driver fills out a shift
report with the date, shift, driver
name, truck identification number,
loader number, loading location,
dump location, number of loads
hauled, downtime, and operating
time. The loader operator also fills
out a shift report with the date, shift,
operator name, loader identification,
identity of trucks loaded, number of
loads hauled by each truck,
loading location, downtime, and
operating time. The pit
foreman collects the
truck and loader shift
reports and compiles
the information for
each team. The
truck load
information from
both sources acts as
a good cross-check
(i.e., number of
truck loads added
up from truck
reports must equal
number of trucks
loaded from loader
report).
The truck’s heaped capacity in
loose cubic yards must then be
known in order to determine the
total number of loose cubic yards
moved by each truck/loader team.
Truck capacity usually is available
from the manufacturer. Capacity can
also be calculated from several days
of good load count information in
conjunction with a before-and-after
volumetric field survey of the dump
site. The latter is more likely to be
accurate as there may be
discrepancy in manufacturer
specifications that will distort
productivity measurement.
Once the heaped capacity of the
hauling truck is known, the total
loose cubic yards and material
moved by the team can be calculated
by multiplying the total number of
loads by the heaped capacity in loose
cubic yards per load (# loads x LCY/
load = total LCY). (Obviously, this
calculation works only if all trucks in
each team are the same type and
have the same truck bed.) The
productivity of the truck/loader team
can now be measured by dividing the
team’s total loose cubic yards by the
scheduled loader hours for a given
shift (total LCY by scheduled loader
hours).
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In order to measure the productiv
ity of the truck/loader team on a
bank cubic yard basis, the swell
factor of the material must be known.
The swell factor of a material is the
percentage of increase in volume that
oc
curs

when a mate
rial is taken out of its
natural state (e.g., a
typical swell factor for shot sand
stone is about 30%).
A second method to measure the
productivity of the truck/loader team
is similar to the volumetric survey
and time study method discussed for
the dozer operation. The pre-mining
and post-mining typography of the
mining area is surveyed. The volu
metries are evaluated and the bank
cubic yard excavated are calculated
for the particular time period. Total
bank cubic yards are then divided by
total scheduled loader hours in order
to determine the truck/loader team
productivity.
Each measurement method for the
truck/loader team has advantages
and disadvantages. The truck load
count method is relatively inexpen
sive, but good daily recordkeeping is
essential. It has the advantage of
allowing productivity to be measured
at the end of every shift for each

team. Low productivity may be able
to be improved by the next shift with
minor changes in operating proce
dures. One disadvantage is that truck
load counting can skew the results if
the trucks are not loaded to full
capacity or if the truck load count is
miscalculated. The volumetric sur
vey method is more accurate but also
more costly. It requires surveying
services besides extra in-office com
putation time. Most large operations,
however, have a survey crew on staff
and routinely do volumetric surveys
and computations for monthly re
porting purposes.
The largest and most
efficient overburden
moving machine is the
dragline. Large surface
mining operators that
employ medium-size
to large draglines
can take advantage
of the economy-ofscale concept.
Productivity levels,
however, must remain
high throughout the
twenty to twenty-five year
life expectancy of the
dragline in order to
justify its $25 million or more
purchase cost. Seemingly small
savings of time and effort in dragline
operation can have significant effect
on profit [Furniss, 1986]. The ability
to measure and continually enhance
the performance of a dragline will
help insure competitive productivity
levels throughout the life of the
machine.
The first method of productivity
measurement is based on dragline
swings. Draglines constantly pick up,
swing, and dump material, then
swing back to the starting position.
Normally each swing counts toward
a bucket of overburden removed
from the set and placed into the old
pit. Time studies are often carried
out to determine the number of
swings a dragline can be expected to
make in one hour, and occasionally
draglines have monitoring systems

The largest and most
efficient overburden
moving machine
is the dragline.
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Buick is the only American car
to make the top 10...
10

in 3 major
These surveys, conducted by ID. Power and
Associates, recently measured consumers’ opinions
three different ways:
• Customer satisfaction with product and dealer
service after one year of ownership.
• Sales satisfaction with the car, the way it was sold
and delivered by the dealer.
• Initial quality, based on owner-reported problems
during the first 90 days of ownership.

In the Initial Quality Survey, Buick LeSabre
ranked as the most trouble-free American car. And
Buick Riviera and Electra/Park Avenue ranked as the
two most trouble-free American luxury cars.
Out of over 150 models, Buick was the only
domestic brand to make the top 10 in all 3 surveys.
Now, the 1990 editions of these premium
automobiles are available. If you’re looking
for quality—go looking for your Buick dealer.

The New Symbol for Quality in America.
BUICK

SMARTLEASE

Let’s get it together...buckle up.

byGMAC
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“I Love Lucy”: The Collector’s Edition on videocassette.
Start your collection of Lucy’s funniest moments for just
This was the face the whole world loved.
Whether she was smiling or stuffing her
cheeks with chocolate, the one and only Lucy
conquered our hearts. Here’s an exceptional
opportunity to enjoy her most priceless per
formances now and for years to come.
The CBS Video Library is proud to offer “I
Love Lucy”: The Collector’s Edition-a video
cassette series of all your favorite episodes
from the original TV show.
You’ll receive three of her most hilarious
episodes on your very first videocassette,
“Lucy Wants To Be A Star’.’ There’s Lucy,
stomping grapes for a role in an Italian movie.
Lucy in a towering headdress as a Busby
Berkeley-type showgirl. And Lucy, the enthu
siastic pitchwoman for Vitameatavegamin.
All these great shows can be yours for the low
introductory price of $4.95 when you sub
scribe to the series.
Here’s how your subscription will work.
Every four to six weeks, you’ll receive a vid
eocassette featuring three half-hour episodes

Start your collection for just

$4.95

for a risk-free trial. Each revolves around a
theme, such as “Lucy’s Troubles Managing
Money’,’ and Lucy’s favorite episodes like
“Job Switching” and “Lucy’s Italian Movie”
are included. These videocassettes have been
recorded on high-quality videotape for
enhanced sound and picture, and come in
handsome cases, specially designed for the
Collection.
Take 10 days to preview each video
cassette. For each one you decide to keep, the
price is just $29.95 plus shipping and han
dling. Although we’re sure you’ll love all of
them, there’s no minimum number you have
to buy. And you can cancel your subscription
at any time.

FREE “I LOVE LUCY” BOOK!
If you act now, we’ll send
the 400-page “I Love Lucy"
Book, free with your order.
It’s packed with hundreds
of photos, delightful
behind-the-scenes sto
ries and plot summaries
for every episode. And
it’s yours to keep even if you decide to return
your first videocassette.
In countless testimonials, America’s favor
ite comedians have proclaimed Lucille Ball
the Queen of Comedy. She was a great Amer
ican classic, responsible for one of the mostwatched, most-loved shows in television his
tory. Now you can recapture her magic in “I
Love Lucy”: The Collector’s Edition, available
on videocassette only through the CBS Video

Library. Start your collection
today and then sit back and
enjoy the laughs for years to come.

For faster service credit card customers
may call 1-800-544-4431.
CBS VIDEO LIBRARY
Dept. CLE, P.O. Box 1112, Terre Haute, IN 47811

YES, I still love Lucy. Enter my subscription to “I Love
Lucy”: The Collector's Edition, under the terms described
in this ad. Send me ‘‘Lucy Wants To Be A Star” (three
episodes) at the low introductory price of $4.95. Please
include FREE The “I Love Lucy" Book.

Check one: □ VHS □ Beta Check method of payment:
□ CHECK ENCLOSED for $4.95 made payable to
CBS Video Library. Future cassettes billed
L11
with shipment.
□ CREDIT CARD. Charge my series purchases,
beginning with $4.95 for my first cassette, to:
L12
□

American Express □VISA □MasterCard □ Diners Club

Account #Exp

Signature_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
Name_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
(please print)

Apt

Address

City

State

Zip

Phone ()_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
Note: All subscriptions subject to review. CBS Video Library reserves the right to
reject or cancel any subscriptions. Canadian orders will be serviced through
Toronto. Applicable sales tax added to all orders.

I Love Lucy™ is a trademark of CBS, Inc.
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Club prices, plus shipping and handling, within the next two years.
shipping and handling, it’s an extraordinary investment. Separately
You can cancel membership at any time after you’ve purchased those
each volume covers an important aspect of business or gives on-target
three additional books. The cost of books that you purchase from
career advice. Together, they form the solid core of the professional
Fortune Book Club for use in your trade or business may be tax
library you’ll be building as a member of Fortune Book Club.
deductible.
© 1990 BOMC
You’ll receive the Club’s Newsletter, a concise review of the best new
BOOK
business books, including a
CLUB®
to readers of
recommended Main Selection,
OPERATED BY BOOK OF THE MONTH CLUB, INC., P.O. BOX 8805, CAMP HILL, PENNSYLVANIA 17011-8805
Business
13 times a year (every 4 weeks),
Please enroll me in Fortune Book Club and send me these four books for just
plus up to 4 more offers of spe
Women
$4.95, plus shipping and handling. Also, send me a free copy of Women Leading.
Leadership cial Selections. If you want the
I simply agree to buy three more books, whenever I want them, within the next
Selection, do nothing. It will come
Media
two years. A shipping and handling charge is added to each shipment.
to you automatically. If you want
when you
Name______________________________________________________ FB249-1-0
other books that month—or no
join
(Please print clearly)
books—use the Reply Form to tell
Fortune
Name of Company_________________________________________________ 0-50
us by the date specified. You
(Only if you want membership at your office address)
Book Club
should always have 10 days in
Address
Suite, Floor, Apt---------------now.
which to make your decision.
Publisher’s
City
State
---------------------Zip
You may however, return any
price
Fortune is a trademark of Time Incorporated. Prices shown are publishers’ U.S. prices. Outside the U.S., prices
Selection that you’ve received
are generally somewhat higher. All orders subject to approval.
$16.95
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FREE

FORTUNE

you don't need to go to a hospital, or spend thousands
of dollars to enjoy safe, effective weight loss.

introducing
Food

for

Life

the healthy way to lose weight
control your weight forever

everything you need to succeed

• Now you can with the Food For Life Weight Management
System developed from the experience of over 15
years of clinical testing and more than 5 million users.

• The patented Food For Life Ultimate Weight Loss Formulas—pro
vide complete nutrition in as few as 140 calories per serving.
• Winning Foods—Allows you to enjoy delicious, satisfying
food you love every day.
• Learning Program-To control your appetite and enhance
your self image.
• Physician monitoring from your own doctor.
• Activity Programs-Fun programs to increase your metabolism
and shape and trim your body.
• Peer Support-From successful users if and when you need it.

low cost/guaranteed results—
• Whether your goal is 10 lbs. or 100. We've helped millions
of people to lose weight, and improve the quality of their
lives, and we'd like to help you also with a personalized
program to fit your goals and lifestyle.

Jose 3-7 lbs. a week for only $4.00 a day

special introductory offer
Food For Life, Dept. 204
2801 Salinas Highway, Bldg. F., Monterey CA 93940-6420

□

Please have a food for Life

Counselor rush me my free
sample along with literature on
the new advanced food for Life
System. I understand there is no
obligation, and I have nothing
to lose but excess pounds.
I can't wait. Please rush me

Name:।
Address:
City:
State:Zip:

□

Telephone:( )
my food for Life Success
Pack, the food bargain of a lifetime, which
Amount enclosed: $
includes everything I need to succeed: 42 com
□ Check
□ Money Order
No COD's accepted
plete meals, special flavorings, recipe ideas
and a portable blender, for each Success Pack,
Please charge to my:
I enclose $64.95, plus $3.00 shipping and
□ Mastercard/Visa: Expiration date:
handling. I understand that if I don't lose 3-7
pounds my first week, and if I don't find this the
Account number:
most effective plan I've ever tried, I may return
it within 10 days for a complete refund
(except shipping & handling, of course).

Call toll-free 1-800-443-2584

©Avadyne, Inc. 1988. All rights reserved.

that calculate the average number of
swings per hour at the encl of each
shift. The number of swings per hour
times the rated bucket capacity in
bank cubic yards for a particular
material will give the expected bank
cubic yards per hour.
The swing count method of pro
ductivity measurement can be ac
curate for normal digging situations
only. The dragline often has to re
handle material several times for
bench preparation and awkward dig
ging situations. Rehandling material
is counter productive. Rehandled
yardage must be isolated and deleted
from bank cubic yard per hour cal
culations. The swing count method
otherwise can overstate dragline
productivity by including nonproduc
tive swings with productive swings.
A better method to measure the
productivity of the dragline is iden
tical to the volumetric survey and
time study method discussed for the
truck/loader operation. The pre
mining and post-mining topography
for the mining area is surveyed.
Rehandled yardage must be isolated

Coal loading is a
secondary process to
overburden removal.
so it is not included as productive
bank yardage. The volumetries are
evaluated and the bank yardage and
rehandled yardage excavated are
calculated for the time period. The
total bank cubic yards are then
divided by the total scheduled hours
in order to determine the dragline
productivity.
A bank index occasionally is calcul
ated to evaluate dragline productivity
by machines of different bucket size.
The bank index is the number of
bank cubic yards an excavator can
move in 365 24-hour days per yard of
bucket size.
Coal Loading and Hauling
The final unit operation is the coal
loading and hauling operation. Coal
loading is a secondary process to
overburden removal. The over
burden removal rate and stripping
ratio actually determine how much
coal will be uncovered at any time.
The daily quantity of coal uncovered
usually equals the daily quantity

Once the primary
objectives of each unit
are recognized, these
objectives can be
stated in quantitative
measurements.
delivered to the customer, and the
entire operation is designed to sup
ply enough coal annually to satisfy
the long- and short-term contracts.
For example, a mien that has sales
contracts for 3 million tons of coal
per year must uncover approximately
60,000 tons of coal per week
(3,000,000 tons divided by 50 weeks
per year). If the coal is loaded five
days per week, two shifts per day, the
mine must load 6,000 tons of coal
each scheduled loading shift (60,000
tons per week divided by [5 days per
week x 2 shifts per day]).
The productivity of the loading
operation normally is measured in
terms of tons loaded per shift. The
tonnage loaded in any given shift
occasionally is determined by
weighing the coal trucks before they
reach their final destination (truck
hopper, coal river dock, stockpile,
etc.). A better method involves
weighing the coal after it is crushed
and fed onto a conveyor belt. This
method is practical only if the mine
has a preparation plant/rail loadout,
or conveys coal directly to a power
generating station.

Measurements for
Overall Operations
Measuring productivity in the unit
operations above requires only a
basic knowledge of each process.
Once the primary objectives of each
unit are recognized, these objectives
can be stated in quantitative meas
urements. These measurements are
developed the same way in any
industry whether they be average
miles per hour or cost per mile in
transporting, cost per hour or cost
per square foot in developing con
struction bids, unit volume per hour
or cost per unit volume in casting
metals, painted strips per hour or
cost per painted foot for a robot in an
automobile plant, or any of thou
sands of other possible measure
ments in various operations.

Overall productivity measure
ments for the entire operation should
also be developed. However, these
measurements are often more
limited and they are not as useful in
pinpointing problems. All inclusive
productivity measurements are help
ful in comparing one period with
another or one plant with another.
In the coal mining industry, overall
mine productivity is often measured
in tons produced per man shift. This
method takes into account not only
the tons of coal produced per shift,
but the number of employees as well.
Normally all employees at the mine,
hourly as well as salaried, are
included.
Overall mine productivity also can
be measured in bank cubic yards for
an entire fleet of overburden removal
units. This is easily accomplished by
summing up the total bank cubic
yards for each major earth mover
and dividing by the summed up
scheduled operating hours for each
major earth mover. The resulting
productivity measure is in terms of
total bank cubic yards per scheduled
operating hour for the entire strip
ping fleet.

Electronic Monitoring
and Computers
Many coal operations are turning
to remote monitoring systems to
measure productivity. Monitors are
gradually becoming standard equip
ment for draglines and some of the
larger stripping shovels. “Many min
ing companies are now looking at
computerized monitoring and control
systems as a route to better effi-

Computerized monitors
can provide feedback to the
machine operator as well
as speed up the productivity
measurement.
ciency. Among the benefits of such
systems are faster, more accurate
data gathering for production and
maintenance purposes [Furniss,
1986, p. 41].”
Computerized monitors can pro
vide feedback to the machine oper
ator as well as speed up the produc
tivity measurement. Some monitors
can display the latest cycle time and
17/The Woman CPA, Winter, 1990

the number of complete cycles since
the start of the shift. This valuable
information allows the operator to
monitor his own techniques and
develop a consistent and efficient
rhythm. [Furniss,1986]
The real drawback in the onboard
computer and monitoring system is
initial cost. Some companies market
a computerized dragline monitoring
system that is priced in the $500,000
range. As these systems still have
some operating defects, many
companies are wary of investing so
much money when they can continue
measuring productivity with tradi
tional methods that provide accurate
information.
Of all the technology developed
over recent years, nothing has great
er significance for coal mining pro
ductivity than the microcomputer.
Microcomputers do not measure pro-

Overall productivity is the
key to survival in any
industry
ductivity directly, but they greatly im
prove data analysis and decision
making at the mine level. Correctly
programmed computers can meas
ure trends in production statistics
and flag troubled activities for any
desired time frame [Britton, 1985,
1986].
Similar technology is available for
use in most industries. Many pieces
of equipment and most robotic de
vices have monitoring systems. Con
currently, software for microcompu
ters can be developed that will track
productivity or alert operators when
productivity is dropping.
Conclusion
This paper has shown how to
divide a company by unit operations
and to measure productivity in each
operation. Exhibit 1 summarizes the
productivity measurements for unit
and overall operations in a coal min
ing operation. Most of these are sim
ple to develop and relatively easy to
measure and evaluate. Dozer produc
tivity is the most difficult to evaluate
because it is complicated by a range
of operating factors. Multiple meas
urements for a given operation are
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EXHIBIT 1
SUMMARY OF PRODUCTIVITY
MEASUREMENTS FOR SURFACE COAL MINING —
UNIT MEASURES
1. Production Drilling
A. Feet per Operating Hour, or Feet per Rotating Hour (Penetration
Rate)
B. Cost per Hour
C. Cost per Foot (B÷A)
2. Blasting
A. Bank Cubic Yards of Overburden Material per Pound of Explosive
B. Bank Cubic Yards of Overburden Material ÷ Pounds of Explosive
(Blasting Ratio)
3. Overburden Removal
A. Bulldozer
1. Bank Cubic Yards per Hour ÷ Pushing Distance and Working
Grade
2. Cost per Hour ÷ Push Distance and Working Grade
3. Cost per Bank Cubic Yard ÷ Push Distance and Working Grade
B. Truck/Loader
Loose Cubic Yards per Hour
C. Dragline
1. Swings per Hour
2. Bank Cubic Yards per Hour
4. Coal Loading and Hauling
Tons Loaded per Shift
Overall Measures
1. Tons of Coal per Man Shift
2. Total Bank Cubic Yards per Operating Hour

useful so that operators will not opti
mize a single measurement (e.g., op
timize penetration rate, but fail to
consider cost).
Overall productivity isthe key to
survival in any industry. In the case
of the coal mining industry, in
creased overall productivity can only
be assured by examining and im
proving unit operations that lead to
the final output. The productivity
measurements we have presented
exemplify how a little creativity can
be the difference between success
and failure. If mining operations are
to remain competitive in today’s de
pressed industry, a company must be
able to maintain high productivity
levels, and productivity measurement
is the basis for productivity improve
ment. Similar creative analysis can
be the key to success in other
industries, too.
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Gender-Issues Department

Karen L. Hooks, Editor
University of South Florida

Introducing the
Gender-Issues Department
The initial reaction to a new department in The Woman
CPA for gender-related articles might appropriately be
one of surprise. Not surprise that The Woman CPA should
begin such a department, but surprise that it does not
already have one. The gender-issues department will be a
new addition, but the subject material has traditionally
been a significant part of the journal. The department is a
new showcase for articles that
address gender-related topics
To say that the new depart
ment will include articles on
topics traditional to the
journal does not mean that
there will not be changes.
Upon being invited to edit the
new department for The Woman
CPA, I began considering what
the department should be and
should strive to accomplish.
This introduction will communi
cate those thoughts and will also
provide information to both readers
and potential authors regarding what
to expect.

Why a Gender-Issues
Department?
Several forces instigated creation of a
gender-issues department. One of the
strongest was the large quantity of
manuscripts received by the journal on
gender-related issues. Another factor is
that people look to The Woman CPA as a
source of information on gender-related issues. The
journal is sponsored by two organizations of accountants,
the memberships of which are almost exclusively female.
Given the demographics of the sponsoring bodies, it
seems quite logical that the journal should receive and
publish gender-related manuscripts. Further, although the
journal has quite a diverse readership, the members of
the two sponsoring organizations are an important part of
that readership. It is hoped that those members may
benefit from a regularly published department on genderrelated issues.
The Woman CPA is already a leader in publishing
gender-related articles. That leadership is demonstrated
not only by those articles published, but also by the
submissions received and the interest of the readers.

Accordingly, it is appropriate that the journal highlight
this aspect of its service. It should display focussed
direction and accomplishments in this important topic
area. The Woman CPA has the unique opportunity to excel
in this market segment. Accompanying this opportunity,
and a strong market position, is also the responsibility to
provide a quality product.
Striking a Balance
The gender-issues department
will have goals and objectives
that are consistent with The
Woman CPA. Probably of great
est importance among these is
the goal to produce articles that
are perceived to be of high
quality and to meet the needs of
the various constituents of the
journal. Given the various
constituents, this ultimately
means that the journal is, and the
gender-issues department will
be, something of a hybrid. The topics are
broadly defined and many methodologies are
appropriate.
Consistent with the editorial policy of the
journal, articles may report on current develop
ments, identify problems and develop theory. Articles
may also present research results. Given this wide
range of possibilities, descriptive work, case studies,
analytical presentations and empirical studies are all
appropriate. The best scenario is a range of presentations
from thoughtful problem identification, through analysis,
exploratory research and confirmatory research. All
possibilities are encouraged and invited as submissions.
The gender-issues department has a challenge before
it. That challenge results from the diversity of readers of
The Woman CPA and the basic difference between its
primary authors and its readers. The readers are practitio
ners, academics and students. Each category of reader is
likely to be most satisfied with an article style that differs
from styles best suited for the others. Most of the manu
scripts submitted are written by academics. Thus, the
challenge is to produce and publish a mix of articles that
will satisfy the various reader groups from manuscripts
written, for the most part, by academics. This means that
articles must address interesting subjects, at least some of
which are very timely, in a sufficiently credible manner to
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instill confidence in what is being
reported while still being readable.
The articles must include sufficient
background and authoritative
support to satisfy the academics, and
yet, not so much as to bore practitio
ners or confuse students.
Achieving an appropriate blend of
readability and support is difficult.
To date, the most effective mechan
ism for producing articles with the
required balance has been iterations
of the writing process. In the future,
perhaps the style of the department
will be so clearly defined that
manuscripts will be submitted with
the balance already achieved. If so, it
will be good for the readers, who will
enjoy the articles, and the academic
submitters, who will have a re
spected and well defined publication
outlet.
Balance is the key word. Often
manuscripts are received that
contain excessive amounts of term
inology that is very specific to the
research process, and is cumber
some to non-academic readers.
Authors would be well advised to use
easily comprehended terms. Alter
natively, sometimes manuscripts are
received that merely set forth
opinions. Sometimes the opinions are
controversial and strongly stated.
While problem identification is an
appropriate objective of a manu
script, the department, even though
it does relate to gender-issues, is not
a “soap box”. Problem identification
should be supported and related to
practical issues or existing theory.
While controversy may be inter
esting to read, credibility is critical
for respect.
A final component to producing
articles that will accomplish all the
department’s goals is the review
process. The reviewers for the
gender-issues department contribute
varying types of expertise. Some are
very knowledgeable in the subject
area. Some are expert in the re
search methodologies. Still others
contribute editorial feedback on
whether a manuscript is interesting.
These reviewers will be able to con
tribute significantly to the process of
producing articles and should be a
major help to the authors.

The Topics
Subject areas that are appropriate
for the gender-issues department are

20/The Woman CPA, Winter, 1990

quite broad. They include any topics
related to gender. For example,
several gender-related issues that
affect individuals on a personal level
are the balance of family and career
management, career planning and
relocation. At the business-entity
level gender-related topics include:
recruitment, promotion, turnover,
compensation, benefits, client
service, sales, scheduling and the
work environment. Clearly, all these
topics affect individuals, as well, and
could probably be addressed from a
micro level. A number of topics that
have been included in psychology
and management journals may also
be gender-related. Some of these are:
job satisfaction, organizational
commitment, motivation, mentoring,
productivity, management styles and
organizational structure. These
might also be studied from a
company’s or an individual’s
perspective. The topics appropriate
for the column might be even
broader. Examples are: history, laws,
discrimination, taxes, education,
public policy, politics, ethics,
economics and linguistics. Obviously,
the possibilities are extensive.

As stated earlier, there are
virtually no limitations on the
appropriate methods of investigation
and presentation. This should be
even more apparent from the list of
subjects. A wide diversity in topics
calls for a wide diversity in
investigation and reporting.
Innovation and creativity are invited
in manuscripts, and will be valued.
Conclusion
The initiation of the gender-issues
department presents a unique
opportunity and challenge. I am
quite honored to have the
opportunity to guide the department
in its formation. I ask for your
support, either as a reader or a
potential author. I invite any with an
interest to submit manuscripts. The
final product will be dependent upon
many factors. The most important of
those, however, is the manuscripts
received.
Karen L. Hooks, Ph.D., CPA, is an
Associate Professor ofAccountancy at the
University of South Florida. She is a
member of the AICPA, FICPA, AWSCPA
and AAA.
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Elise G. Jancura, Editor
Cleveland State University

Microcomputers and
their Effect on Auditing
By Jerry King, Stanley Lewis and Judith Abendschein
Auditing Microcomputers
Control Problems:
Auditors use personal computers as an audit tool to
make examinations more effective and efficient. Addi
tionally, auditors concern themselves with micros used by
clients in their operations, since there is difficulty in
controlling usage of these computers. Since they are
easily transportable, the auditor cannot be sure that the
micro being examined is the one that the client actually
uses. It is very easy for the client to add or remove
various boards and/or chips before the auditor arrives.
Most micro application software includes the source
code(s) which contains the actual
instructions for the program. Thus,
the microcomputer user has
access to this information which
allows for potential undetectable
modification of the programs
that a business uses daily.
Internal control procedures
that provide for separation of
duties simply may not exist. An
on-line system allows the micro
user to input orders directly into
the computer. Thus, allowing the
user to choose from the controls pre
scribed by management. Sometimes,
there are not any policies by
management that deal with the
control of personal computers.
Control Procedures:
Clearly, microcomputers are
harder to control than mainframes.
However, possibilities exist to exert
control over them. Examples of
control procedures are (1) segre
gation of the functions of initiat
ing and recording transactions
and storing data, (2) close
supervision of the micro
users and their actions, (3)
training programs to
ensure a minimum level
of computer skill, (4)
required vacations of
employees which provides
an opportunity to discover

problems or irregularities that an employee may have,
and (5) the company should have a policy of recruiting,
hiring, and promoting honest and competent employees.
Businesses using micros should control the acquisition
of software by having a list of application and control fea
tures required for all programs purchased. There should
be software policies subjecting all modifications to the
scrutiny of an outside expert or another member of the
firm. Also software security is enhanced by employing a
software librarian, requiring passwords for access to sen
sitive programs and files or excluding them from disk
menus. Access to the microcomputer itself should be re
stricted. There should be a strictly
enforced backup policy to ensure that
files can be reconstructed in case of
a loss.
Businesses should have
procedures that govern data
input, processing, and output.
Software is available that
provides screen formats, which
gives the user an outline as to
what kind of information to
expect. This software
contains prompts and
editing capabilities which
determines what type of
data (numeric or
alphabetic) the user inputs
and the order of inputs.
Control over microcom
puters is possible. However,
because the technology is so
new, most firms have not yet
developed the controls necessary to
prevent or detect mistakes and
defalcations. It is possible that many
of the small firms are experiencing
the use of computers for the first
time; therefore, the knowledge
of what controls should be in
place is unknown. Thus,
auditors usually cannot
place much, if any, reliance
on information generated
by the micro and, therefore,
must expand their
substantive testing.
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Microcomputers as
Audit Tools
The use of microcomputers as an
audit tool has eliminated an
enormous amount of “pencil
pushing”. The auditor now has more
time to concentrate on making the
important decisions every audit
demands and to address the question
of audit risk.
Audit Automation:
The micro stores a client’s
financial information, prepares audit
time and budget data, and generates
trial balances, working papers,
adjustments, and financial state
ments. Also, it ensures that all
documentation is complete. The
ability to quickly create the current
year’s trial balance, compare it to last
year’s and analyze any differences is
only the beginning of what the
personal computer can do for the
auditor.
Instead of manually making
adjusting and reclassification entries,
the auditor merely keys the entries
into the computer and it will
summarize and post them automati
cally. This capability is invaluable for
showing the effects of proposed
adjustments to the auditor and the
client. This allows the auditor to
devote more time to the demanding
areas of the audit, thus possibly
reducing the audit fee to the client.
Automated work papers can elimin
ate delays that would be inevitable
with a manual audit.
A computerized audit time and
budget report allows the audit team
to record their time budget on the
micro as the audit progresses.
Comparisons of the actual time spent
on the audit with budget time are
available at any phase of the audit.
This variance information can be
useful in planning future
engagements. The time budget is
also useful in calculating the final fee,
because it contains the audit
member’s time and hourly billing
rate.
Audit Programs:
These invaluable audit techniques
are now available to virtually every
CPA, thanks to the low cost of
microcomputers and the wide range
of software on the market. Off-theshelf programs such as spread
sheets, word processors, data bases,
and timekeeping tools are available
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at reasonable prices. Software
programs are available in hard coded
or template format. Hard-coded
programs are written in a formal
language and are rigidly structured.
The user inputs data on a formatted
screen and receives output in a pre
formatted report. Some auditors
prefer hard-coded programs because
they are better at catching mistakes
than template-based software. Also,
modification of them is impossible.
However, hard-coded programs take
longer to run.
Template micros programs
constructed on already-existing
software, such as spreadsheets and
data bases, provide more flexibility
than hard-coded programs. The
powerful spreadsheet, Lotus 1-2-3, is
an example of a template program
used by many auditors. A template
can access commands of an
underlying program; thus, the
auditor might summarize and post
adjusting entries by giving one
command and the template does the
balance of the work. It is easy to
adapt templates to new needs, and
they are faster than hard-coded
software. They have fewer error
trapping capabilities; therefore, more
knowledge and attention to details is
necessary than with hard-coded
software.

Auditing Functions
Basic Audit Functions:
The microcomputer becomes an
audit tool once it is automated to do
audit functions. The objective should
be to continue to improve the
effectiveness of the audit by
improving planning and the analysis
of evidence which reduces time and
cost to the client. This means using
spreadsheet, mathematical,
statistical, and graphics software to
plan engagements, analyze internal
accounting controls, and perform
statistical sampling and analytical
review of the data collected.
One way to computerize audit
planning is to design a general
engagement program tailored to
individual audits. Many CPA firms
currently have a standard
typewritten program that is easily
transferable to the micro. The
addition of procedures for specific
industries generates the entire audit
program in one assignment. To
design a program that fits a specific

client, the auditor selects only the
procedures that are applicable to that
particular firm. The computer prints
out a program containing the
required procedures and additional
ones selected by the auditor. The
printout also includes a space for
dates so that the auditor may initial
procedures when completed.
Usually, a space for handwritten
comments is available. Thus, the
auditor has benefits of a standardized
program, an efficient planning
program, and a plan that is neat and
readable.
Microcomputers can help auditors
in evaluating a client’s system of
internal accounting control. It is
possible to computerize internal
control questionnaires in a manner
similar to that used with audit
programs. Tailoring of individual
programs based upon the client’s
size, particular industry, and the
auditor’s past audit experience is
possible.
Other basic audit applications for
the microcomputer are substantive
testing and statistical sampling. The
auditor can use a micro to randomly
select an appropriate sample and to
evaluate the results. Spreadsheets
are invaluable for the calculation of
financial ratio analysis, depreciation
schedules, interest expense,
prepayment analysis, income tax
liability, and deferred taxes. Because
these procedures are some of the
last-minute tasks in an audit, the
microcomputer is an invaluable aid.
Advanced Audit Functions:
Many auditors now use their
microcomputers in the ways
discussed above. However, many
CPA firms are using their micros to
perform more advanced audit
functions. Sophisticated computing
techniques are being used to
improve an auditor’s decision making
process and to enhance the scope of
the audit. All of the techniques
discussed above, as well as general
audit software produced by CPA’s,
data bases, networks, and decision
support systems are useful in
performing advanced audit functions.
Decision support system programs
assist auditors in making decisions
during the audit engagement. An
example is Arthur Andersen’s Audit
Software Application Development
Aid (ASADA), which assists the CPA

in developing generalized audit
software uses and tailoring the
output format. The auditor responds
to questions asked by the software
program and receives guidance from
the program. The software
specifications and operating control
statements are input into the client’s
mainframe, either at its physical
location or by a telephone link. The
mainframe then processes the
program and prints the output or
sends it back over the phone lines to
the auditor’s micro. This is much
quicker than having the auditor
devise the software specs and control
commands. The decision support
concept is useful in many audit areas,
such as planning and controlling the
engagement, determining the scope
of the audit, studying and evaluating
internal control, and creating and
evaluating statistical sampling.
Support systems assist the auditor in
making decisions, but do not make
the decisions.
Telecommunications allows
auditors who have micros equipped
with modems to access on-line
private and public data bases and use
that information to enhance and
streamline analytical reviews. The
transferring of working papers to the
audit team’s home office allows the
partner in charge of the audit to
quickly spot problems and to begin a
personal review of the audit.
Telecommunications are useful in
operating generalized audit software
programs on the client’s mainframe.
Telephone lines are useful in gaining
access to the client’s computer, thus
enabling the auditor to upload audit
software programs on the
mainframe, and then have the results
downloaded back to the micro and
printed at the auditor’s office.

available for analysis. Because the
auditor will need less time to
perform auditing tasks, more time
becomes available for analysis and
decision making.
What is truly amazing about the
microcomputer’s impact on auditing
is that it has occurred in such a short
time period. Barely ten years ago,
using the micro to assist on an
engagement was completely
unknown. What will the future hold
for auditors and their personal
computers? Computer hardware and
software in the near future will shift
toward the new super micros with
multi-users, multi-tasking systems
and hard-disk capabilities. The
capabilities of the new models of
micros is approaching that of the
minicomputers. The capability of
running different programs and
handling more than one user
simultaneously will be common.

The use of laser technology by
auditors is just on the horizon. This
storage device is available right now,
but many CPA’s find it too expensive.
Laser disks whose contents are write
protected are used to protect the
security of macros. The computer
will automatically ask questions that
only the legitimate user can answer
and will not allow any processing to
take place if any of the responses are
incorrect. Because of the mammoth
storage capacity of the laser disk, all
of the programs an auditor needs for
an engagement will be on one disk.
The programs are tailored to the per
sonnel level by including only those
programs each auditor requires for a
particular audit.
Another future development
(which is technologically feasible
today, but too costly for widespread
use) is networking through a build
ing’s electrical system. This elimin

Future Auditing Developments:

The use of the microcomputer to
perform basic and advanced audit
functions will grow rapidly. What lies
beyond these sophisticated
applications? One such development
will be the use of the micros to
continuously monitor the client’s
system of internal control and to
create audit files from the client’s
data controlled by the auditor.
Telecommunications, or some other
method, would permit a continuous
link with the client’s computer. The
client’s data is then continuously
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ates the problem of linking the audit
team’s micros to a printer or a kind of
mass-storage device with cables. The
auditor will be able to access a laser
disk for information, process it, and
print it out just by plugging in the
equipment, regardless of the location
of the auditor in the building.
Future developments also include
improved versions of touch-sensitive
pads to input information - especially
handy for working with systems
flowcharts - and voice-digitizers that
will allow the recording of voice input
on a disk. Also systems that will
automatically save whatever is being
processed every few minutes without
interrupting processing will greatly
enhance productivity. This will
reduce time spent on manually
saving work and reconstructing files
lost because of absentmindedness.
Finally, software development
systems could go to expert systems
that actually make decisions. These
systems will not supplant an auditor’s
judgment; however, they will provide
input in making decisions. An ex
ample is the PC Auditor software
package that is new on the market.
This program allows the auditor to
perform comprehensive audits of cri
tical applications of personal com
puters without the need for technical
computer expertise. Once these sys
tems are proven reliable, they could
become an important part of the re
view process by requiring the auditor
to justify any decision different from
the system’s judgment. It is possible
that expert systems could provide a
defense in lawsuits.

Implications for Auditors
The immediate future will see an
enormous degree of change in mi
crocomputer technology, with cor
responding developments in auditing
techniques. What effects will the use
of these computers have on the audit
ing progression? For one thing, the
tremendous gains in productivity
afforded by micros permits a smaller
audit team. It is possible that the de
mand for auditors, especially in en
try-level positions will decrease, this
in turn could signal a drop in enroll
ment of students majoring in ac
counting.
Microcomputers have brought
about a new educational need,
however. Training of people to use
them is necessary, and it is especially
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vital that auditors learn how to use
spreadsheets effectively, since they
are the key to using a micro as an
audit tool. This need for specialized
knowledge will have a profound
effect upon the power structure of
CPA firms. Auditors must be able to
deal with a microcomputerized audit
environment. This ability will help
beginning auditors to move up faster
to a level where decision-making is
more important than pure “pencil
pushing” activities, because the
personal computer removes a great
deal of drudgery from auditing.
Today, decision-making is the
province of the upper echelon of the
CPA firm. This situation will have to
change, though, because the micro
enables auditors in the field to take
on more responsibility.
There will possibly be less need
for seniors and managers in CPA
firms because staff accountants will
be better qualified. Upper and
middle-level managers will have to
delegate more and will have to be
able to discern which decisions to
handle in the field. They will have to
be thoroughly familiar with the
micro’s capabilities to accomplish
this successfully.

Summary
Microcomputers have had, and
will continue to have, a tremendous
impact on all parts of auditing.
Auditors will face new headaches
when clients begin to widely use
micros, because the auditor will have
to audit around the computer. Yet,
micros more than make up for this
inconvenience when used by the
auditor as an audit tool. As a CPA
firm goes through the stages of us
ing the micro the effectiveness and
efficiency of the audit improves. The
auditor is happy because more time
is available to spend on the complex
parts of the audit, while the client is
happy because the productivity
gained from using the micro means a
lower fee for an examination of high
er quality. The use of the microcom
puter has implications for the future
of auditing. There will be a need for
fewer staff auditors, and a decentral
ization of power in CPA firms be
cause of the “drudgery” time the
micro saves and the decision-making
time it yields. Future developments
will only accelerate these trends.
Although microcomputers have had

a profound effect on a great many
vocations, it would be difficult indeed
to find one that it has changed more
than the field of auditing.
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“Perspectives
on Education”
Big 8 CEO's Speak with One Voice
In a very unusual action, all of the Big Eight CEO’s
joined in the coauthorship of a challenging statement di
rected toward the accounting education process and the
academic community. The statement, which was issued in
April 1989, is titled Perspectives on Education: Capabilities
for Success in the Accounting Profession.
For the benefit of our readers and members (AWSCPA
and ASWA) who are not engaged in Big Eight public
accounting practice, this column presents an overview of
this unusual and potentially far-reaching Perspectives
paper. Please note that this column does not purport to
critically evaluate the paper, although some anecdotal
commentary and observations may be used primarily for
purposes of clarification.
Although the paper is only fifteen pages in length, it
does address a broad range of concerns that are shared
by the Big Eight CEO’s. The purpose is described in the
foreword and is further justified in the first section of the
paper which is titled "The Current Environment.” This is
followed by four brief but pointed topical areas that, ac
cording to the authors, must be considered by accounting
educators if the profession is to succeed.
The foreword begins: “We have developed this paper
because of our concerns regarding the quality and num
ber of accounting graduates available to the public ac
counting profession. At the same time, questions are be
ing raised by the academic community regarding the
effectiveness of accounting education."
These concerns appear to have merit. In Issues in Ac
counting Education, Brent Inman, et. al. notes that during
the period 1977-1986, while freshman enrollment in busi
ness schools increased 36%, the enrollment of freshmen in
accounting declined 23% (Spring, 1989, pp. 29-46). The
same article reports that in 1986, the overall SAT score
for freshmen was 1015, with accounting majors averaging
963 while the finance area drew students with an average
SAT score of 1030.
In June, 1989, the AICPA distributed their annual study
titled The Supply ofAccounting Graduates and The
Demand for Public Accounting Recruits. While this study
does not address the quality issue, it does validate the
quantity shortfall suggested by Inman (1989). “Examining
the historical trends in the numbers graduated, it is appar
ent that the number of bachelor’s degree and master’s
degrees has declined steadily since 1984-1985.” (AICPA,
p. 13)

Part I: The Current Environment
The authors believe that the “profession faces a unique
convergence of forces, which creates a critical need to re
examine the educational process.” (p. 1) These environ
mental forces are identified as follows:
• The profession is changing, expanding and, as a re
sult, becoming increasingly complex.
• Declining enrollments in accounting programs indi
cate that the profession is becoming less attractive to
students.
• Implementation of the AICPA requirement of 150
hours of education for membership by the year 2000 must
be addressed. (p. 1)
The second environmental factor mentioned is rather
obvious but the other two factors require some elabora
tion. The first factor relates largely to the expanded scope
of services offered by CPA firms and their expansion into
international markets combined with the complexity of
both domestic and international business transactions.
Taken as a whole, this requires a higher caliber of individ
ual to succeed in the accounting profession.
It is obvious that the first factor relates to the third
factor noted. Namely, the extension of the educational
requirement of the profession to 150 hours, or five years,
from its present four year requirement. While the Per
spectives paper authors appear to support this expansion
of the educational requirement, they suggest that “Effect
ive marketing of this additional investment required of
students will be essential to meet the demands of the
profession.” (p. 2)
Following this thought, it is interesting to note from the
previously cited 1989 AICPA Supply and Demand Study
that the demand by public accounting firms for master’s
degree holders fell dramatically from 5,620 in 1976-1977 to
just 2,050 in 1987-1988 (p. 27). If the leaders of our profes
sion are supporters for an extension of the accounting ed
ucation process, they should be concerned about any in
terpretations that may be developed from these statistics.
Part II: Recommendations for Change
The authors begin this section of the Perspectives
paper with a statement that many will possibly feel is quite
powerful:
The current environment makes real curricular change
essential and necessitates response from a dynamic
partnership between practitioners and academicians.
First, the profession must specify the capabilities
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necessary for practice and communi
cate these to the academic com
munity. With this input, faculty can
develop a relevant and stimulating
curriculum with state-of-the-art
teaching methods. (p. 3)
After the preceding statement, the
paper presents five recommenda
tions that should be followed for
developing a coordinated approach
in making the changes that are
deemed necessary for accounting
education. These recommendations,
quoted in part, are as follows:
1. ‘“The Capabilities Necessary for
Practice,’ which follows these
recommendations, should be used
by the academic community as a
statement of needs for the
profession.” (p. 3)
2. A broad based coordinating com
mittee should be formed to ad
dress the issues “that impact the
educational process and to guide
the academic community in re
engineering the curriculum.” An
impressive partial listing of repre
sentative accounting organizations
was suggested in the paper. (p. 3)
3. “Our firms (the Big Eight) should
participate in, and support, the
coordinating committee and other
appropriate groups with leader
ship, guidance and financial
services.” (p. 3)
4. The American Accounting Asso
ciation, as the primary represen
tative of the academic accounting
community, was identified as the
organization to be charged with
the establishment of the coor
dinating committee, (p. 3)
5. “Designated representatives from
the profession should actively
participate in the review of the
accreditation standards to be
conducted by the AACSB.” (p. 4)
The authors close this section by
urging the organizations responsible
for the preparation of professional
examinations (e.g. CPA) to be sensi
tive to “the broad skills and know
ledge needed by the profession.
Particularly important are the scope
and timing of the CPA examination.”
(p. 4)
The latter comments likely relate
to the proposed change in the CPA
exam to a largely objective format
and the timing difficulty many grad
uating seniors have in sitting for the
May CPA exam while also preparing
for final examinations.
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Before leaving this part of the
Perspectives paper, three obser
vations about the preceding recom
mendations would seem appropriate.
The first is that the recommenda
tions may be perceived as placing the
academic community in a somewhat
uncomfortable reactionary posture,
much like that the profession has ex
perienced during the last two de
cades. This refers to cases of litiga
tions, and problems with standards
setting and quality control, among
other issues.
Secondly, given the first obser
vation, it should be noted that the
academic community has been
charged with the leadership role to
re-engineer the educational curri
culum with the accounting profes
sion, acting in a highly participatory,
if not dominate fashion, much like
the SEC has done at times in the
accounting standards setting pro
cess. However, to the credit of the
profession, the Big Eight firms are
prepared contribute up to $4 million
over a five year period to support the
development of stimulating and
relevant curricula.
Finally, it is noted that the partial
listing of professional organizations
participating in the coordinating
committee did not include represen
tation from either the non-national
public accounting firms or from the
ranks of AWSCPA-ASWA. Given the
personnel demands by the larger
non-national firms and the significant
portion of staff positions women now
account for in public accounting, as
well as in the college classrooms, it
would seem logical that these groups
would be represented on the coor
dinating committee when its formu
lation is completed.

Part III: The Capabilities
Necessary for Practice
The authors acknowledge the 1988
AICPA booklet titled Education
Requirements for Entry into the
Accounting Profession. The AICPA
monograph illustrates a model 150
hour program of study with “narra
tive descriptions of the appropriate
content in specific areas.” However,
when describing the capabilities
necessary for practice in accounting,
the authors of the Perspectives paper
focus more “on the desired outcomes
of the educational process, as com
pared with courses of study.” (p. 5)

The authors indicate the impor
tance of this area by starting their
discussion with the following bold
face statement:
Education for the accounting pro
fession must produce graduates who
have a broad array of skills and
knowledge.
The following is an outline sum
mary, developed from the Perspec
tives paper, of the capabilities neces
sary for success in the practice of
accounting, (pp. 5-7)
I. Skills for Public Accounting
•
Communication skills
•
Intellectual skills
•
Interpersonal skills
II. Knowledge for Public Accounting
•
General knowledge
• Organizational and business
knowledge
• Accounting and auditing
knowledge
The authors devote ample discus
sion in the paper to each of the areas
of skill and knowledge identified.
Their comments to conclude this
area provide a good summary of that
discussion.
Accounting knowledge cannot
focus solely on the construction of
data. The ability to apply decision
rules embodied in the accounting
model is only part of the goal.
Accountants must be able to use the
data, exercise judgments, evaluate
risks and solve real-world problems.
Passing the CPA examination
should not be the goal of accounting
education. The focus should be on
developing analytical and conceptual
thinking — versus memorizing

The preceding is well stated. Few
if any academics or businesspersons
would take issue with these
thoughts. However, it would be most
interesting to learn if recruitment
patterns are altered when the alumni
of any given institution do not suc
cessfully complete the CPA exam
ination within three years of gradua
tion. Perhaps this may not be a prob
lem in the future if accounting pro
grams are re-engineered as suggest
ed in the Perspectives paper.
Part IV: Sources of
Capabilities
The authors cite three sources of
the skills and knowledge that sup
port the successful practitioner.
These sources are:
• Talents
• Pre-entry education
• Continuing education and
development (p. 9)
There is a significant relationship
between the first two items identi
fied. To paraphrase the authors,
while each person has certain inher
ent talents that may contribute to a
successful professional career, the
pre-entry education must be per
ceived as sufficiently stimulating,
interesting and rewarding to draw
the best students. The term “pre
entry” education is used to describe
any education required prior to
beginning licensing procedures.
A comment pertinent to the above
was made by Morrie Helitzer, Pub
lisher and Editor-in-Chief of The New
Accountant, in his June 1989 letter to
the academic users of his magazine
Mr. Helitzer expressed concern
about the extensive material being
published which suggests a decline
in the quality of new accounting stu
dents and recent accounting grad
uates. Even more pertinent to the
above discussion, Mr. Helitzer states:
“For non-accountants, and certainly
at the pre-college level, I can tell you
that the stereotypes about account
ants are alive and flourishing.”
This simply means that it is not
only the quality of “pre-entry” edu
cation alone that will attract the best
and the brightest persons into the
profession. The practitioners must
show that our profession provides
the opportunity for growth, chal
lenge, and the quality of life that
young persons find attractive, and
even necessary in their professional

lives today.
The discussion about “Continuing
Education and Development” as the
final source of capabilities needed to
succeed in accounting states that this
source would involve “all training,
education and development during a
period a person is involved in the
public accounting profession.” (p. 10)
The authors suggested that contin
uing education programs would have
to be redesigned just as the univer
sity curricula are re-engineered. One
concern expressed was that licensing
laws “must include appropriate credit
for continuing education in the devel
opment of all the capabilities.” (p. 10)
The granting of partial or prorated
credit by some states for certain CPA
programs may be the cause of the
concern expressed in this area.

Part V: The Challenges
for Education
It is this portion of the Perspec
tives paper that will likely stimulate
the greatest amount of activity
throughout the academic community.
To achieve pre-entry education
that will develop the needed capabili
ties requires a complete re-engineer
ing of the educational process. This
includes defining objectives, content,
design and methodology. Piecemeal
responses to educational reforms will
not suffice. (p. 11)
The authors identify five major
components of higher education
which will require significant consid
eration for changes by the academic
community. These components are:
•Curriculum
• Faculty
• Students
• Universities
• Accreditation (p. 11)
As stated at the beginning of this
article, the purpose of this particular
column is to provide an overview of
the Perspectives paper. A compre
hensive discussion of the far-reach
ing implications of this paper are be
yond the scope of a single column.
The reader is reminded of this be
cause of the extensive implications
for this particular portion of the
Perspectives paper.
Having noted the preceding limita
tion, a brief comment about each of
the challenges for education is pro
vided.
Curriculum
Given the thrust of the discussion,

this area could be renamed as “teach
ing methodology.” The authors call
for newer delivery techniques that
stimulate student involvement. This
includes seminars, simulations, ex
tended written assignments and case
analyses. The traditional textbook/
lecture “style should not survive as
the primary means of presentation.”
(p. 11) Team approaches to problem
solution are encouraged. Another
suggestion is that “the re-engineer
ing of the curriculum should include
a careful evaluation of topical cover
age in all subjects.” (p. 12)
Faculty
“Most accounting faculty base
their course content on information
gained through secondary sources
— usually textbooks and sometimes
standards.” (p. 12)
The authors also believe that ac
counting faculty has a persistent
“schism” problem. “The classroom
experience is diminished by the
distance between pedagogical con
tent and practice reality. Academics
and practitioners would benefit from
the stimulation and challenge that
come from a meaningful associa
tion.” (p. 13) This is followed by the
suggestion that faculty members
seek practice internships, attend
joint conferences with practitioners,
and participate in professional ac
counting organizations and seminars.
Students
Given the increased educational
requirements and the free market
economy in which we live, the chal
lenge here is to convince students
that the additional education invest
ment to enter the accounting profes
sion is worthwhile. A “stimulating
curriculum and the expectation of
increased opportunities upon grad
uation” are needed to attract the best
persons to the accounting profession.
(p. 12)
Universities
According to the authors, the cur
rent reward structure of most educa
tional institutions does not attach a
high value to curriculum develop
ment activities that are drawn from
professional service and practice
related programs. If curriculums are
to be re-engineered and include rele
vant topics to business and account
ing practice, “individuals must be
rewarded for their contributions.”
Obviously the authors are sensitive
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to the significant priority that has
been given to research and publica
tion activity relative to teaching and
curriculum development activities.
(pp. 12, 13)
Accreditation
“Accreditation standards must be
responsive to the desired outcomes
of educational preparation as out
lined in this paper. The accreditation
process must also be sensitive to,
and supportive of, the innovation and
experimentation that are inherent in
curricular change.” (p. 14)
Given the changes that may be
forthcoming in the near future, the
authors appear to suggest that the
AACSB should administer their
accreditation standards in a broader
and perhaps a more flexible manner,
certainly as it pertains to accounting
programs.

Conclusion: The Opportunity
It is best to quote from the Per
spectives paper so that nothing may

be lost in interpretation.
The challenge for all individuals
and organizations concerned with
education for the accounting profes
sion is to create a curriculum that
will draw the best students and pro
vide them and their instructors with
an interesting, demanding and rele
vant experience. The vitality gener
ated by the creative effort will enrich
both universities and the profession.
Meeting this challenge will support
excellence in education well into the
next century.
The opportunity to make the ac
counting curriculum an active, dy
namic experience exists now. A con
vergence of environmental and insti
tutional factors makes significant
change possible and essential. Facul
ty, universities, accounting firms,
professional organizations and accre
diting bodies must find a way to work
together to create a positive future
for the profession. (p. 15)
After reading this column, you are

Lillian Parrish, outgoing editor of
The Woman CPA giving her
Report of the Joint Committee to
Study the Woman CPA, at the
1989 JAM in San Antonio
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encouraged to obtain a copy of the
Perspectives paper from any local
practice unit of the Big Eight firms,
read it and evaluate its merit for
yourself. You may decide that you
too have an active part to play in the
future of the accounting profession.
Roland L. Madison, CPA, Ph.D., is
professor of accounting at John Carroll
University, Cleveland, Ohio. Dr. Madison
is a member of AAA, AICPA, NAA, ASWA,
AWSCPA, and serves as the Secretary of
the Cleveland Chapter of the Ohio Society
of CPAs. Acknowledgement: As editor of the
education department, Dr. Madison wishes
to acknowledge the financial support from
John Carroll Alumni at Arthur Andersen
& Co. and the JCU School of Business.
Editor’s Note: When the Perspectives paper
was published, the Ernst & Whinney Arthur Young and Deloitte, Haskin & Sells
- Touche Ross mergers had not been
announced. Therefore, all references to the
Big Eight pertain to this pre-merger group
offirms.

Jewell Shane, CPA
Book Review Editor

The Stress Strategists
Written By Dorothy M. Walters and Maureen Mulvaney, Royal Publishing Inc., CA
Reviewed by Diane M. Semanske, Planning Resource Center, Walden, N.Y.
Have you ever felt that if you could just eliminate the
stress from your life, you would have it made? Don’t kid
yourself! Without stress, life would be very boring. Stress
is what makes the world go ‘round. Stress is the motivator
that gets you going. Eu-stress, good stress, that is. Dysstress, bad stress, is what most of us need to eliminate. In
many cases, even Dys-stress can be harnessed, and
turned to your advantage. My favorite quote from this
book, by “Anonymous” is: ‘The only difference between a
diamond and a lump of coal is that the diamond had a little
more pressure put on it.”
There are as many different kinds of stress as there are
kinds of people. If you think you have a stress problem, if
you don’t know what is wrong with you, or even if you are
sure you don’t have a stress problem, this book could be
an eye-opener.
"The Stress Strategists” is a collection of essays dealing
with different kinds of stress, and the many different ways
of coping with it. The format of the book, its larger than
usual print, and more than usual white space, is itself a
stress reducer.
The writers include some of the best known names in
America in the field of life management strategies. Many
of them got their start in this field because of some very
stressful event in their own lives. They were able to re
organize or re-direct themselves and become happy and
successful individuals.
Some sources of stress are pretty obvious - your house
burns down, you’re on a hijacked plane, you have severe
financial problems, you discover that your husband has
cancer, you are suffering from occupational burnout, etc.
But, would you believe - the lighting in your work place,
rock and roll music, a dental problem, being a
“pleaseaholic: - can also be sources of severe stress?
The book explores all of the above sources of stress
and more, and offers a wide range of coping mechanisms
and solutions.
• Ira Klitzner, a financial consultant, offers an eight
point strategy for financial success for those with money
problems.
• Lou Peel, who was on the hijacked TWA Flight 847,
was spared some of the trauma of the ordeal by her
Toastmasters training. She also offers some pertinent
travel tips.
• Helen Rose McDowell, whose life was all but
destroyed by a dental mis-alignment, says that “... the real
energy crisis is the HUMAN ENERGY CRISIS - not
petroleum.” If your health is not good, you don’t have
energy.
•
Marieta Pickett explains how the lighting in your

work place can affect you. She also talks about a report by
a behavioral kinesiologist on a study that showed the
“short-short-long-pause” beat of rock and roll caused 90%
of the study group to lose 2/3 of their muscle strength.
She further observes that the human body does not come
with an owners manual. Her suggestions for reducing
stress in your life are of interest to everyone - stressed or
not.
• Katherine E. Bury, who lost everything in a house
fire, tells how she was helped by numerology, and how it
can help you.
• Marla McWilliams, consultant and lecturer, talks
about the 80/20 rule and how it applies to time
management. She also explains about her favorite quote
“Five minutes is a long time.” This essay, for any one in
business, is worth far more than the price of the book, all
by itself.
These are only a sampling of the help offered in this
book. Other ideas considered are Yoga methods, the need
for balance (between arrogance and humility), the use of
goals, good health habits, “MUSTology”, a five-stage
program for behavior control, self-administered
hypnotherapy, seven keys to self-actualization, and, my
own favorite, ‘The Pet Prescription”.
The appeal of this book lies in the varied viewpoints
presented. You get a better appreciation of the complexity
of the problem, along with a variety of tools with which to
eliminate it.
Pages: 479 Cost: $29.95

Maureen Mulvaney, giving the dynamic keynote address at
1989 JAM in San Antonio.
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Book Reviews

Jewell Shane, CPA
Book Review Editor

Leadership Secrets ofAttila the Hun
Written By Wess Roberts, Ph.D., Warner Books, Inc.
Reviewed By Chris Fugate, CPA, Stone Mountain, GA
Attila the Hun is usually one of the last people who
would be considered a suitable role model. Yet in a
thought-provoking, entertaining manner, Wess Roberts
has employed the “Scourge of God” as a prototype of a
brilliant leader. As Roberts writes in the preface, “...
Attila’s robust life and controversial image as a
determined, tough, rugged and intriguing leader ...
provide a compelling opportunity for relating leadership
fundamentals to a new generation of leaders who have no
fear of him and who might enjoy a novel pedagogic
treatment of what can otherwise be very mundane,
unexciting reading.”
The book is divided into 16 concise chapters. The first
part of each chapter provides a brief look at an aspect of
Attila’s life, pertinent to the chapter’s topic. These peeks
at his life show a far-sighted, shrewd man who wove a
group of nomadic tribes into a formidable army, capable
of inspiring fear throughout Europe. The second part of
each chapter is an imaginary speech made by Attila to his
chieftains in an attempt to impart his leadership skills to
his subordinates. These campfire chats have no direct
correlation to current happenings, but by generalizing the
concepts, Roberts allows the reader to more easily relate
them to his or her own situation. A few of Attila’s
“comments” from the chats are given below. These
remarks show that some truths are timely to virtually any
era, group, business, or situation. The following
statements could have been made by Attila to his
assembled chieftains or by present-day executives to their
department managers, with minimal adjustments:
Do not waste stamina trying to negotiate with
implacable, uncooperative enemies - conquer them by
more effective means.
Leaders must provide direction to their Huns, never
letting them wander aimlessly.
Doubt and delay are frequently symptomatic of
chieftains promoted beyond their capacities. On the other
hand, we often find ourselves in unfortunate situations in
which too many chieftains make too many decisions with
too little wisdom.
Attila’s speeches cover what Roberts terms the
essential qualities of what must be learned before one can
become an able “chieftain:” loyalty, courage, desire,
emotional stamina, physical stamina, empathy,
decisiveness, anticipation, timing, competitiveness, self
confidence, accountability, responsibility, credibility,
tenacity, dependability, and stewardship. Roberts feels
these are qualities gained only through the passage of
time, a wealth of experience, and the determination of
perseverance. As he writes in the chapter titled “In the
Roman Court: Leadership Qualities,” “There is no quick
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way to develop leaders. Huns must learn throughout their
lives - never ceasing as students, never being above
gaining new insights or studying innovative procedures or
methods - whatever the source. Our leaders must learn
early in their service certain basic qualities and have
opportunities to mature in them."
Roberts uses Attila as an excellent example of what
happens to an organization without properly trained
leaders. From a historical perspective, although Attila was
a consummate leader, he failed to train chieftains who
could assume leadership of the Huns when Attila could no
longer lead his people. After Attila’s death, the Huns lost
all sense of unity. Divisiveness among the tribes
splintered them into purposeless factions. Lacking united
goals and leadership, military defeats became as common
as victories once had been.
There are valuable lessons contained in this book, and
their presentation is refreshing and innovative in its
metaphorical approach. The book aims to provide a solid
beginning to a comprehension of what constitutes
leadership. It fulfills its objectives.

Pages: 110

Cost: $16.95

ACCOUNTING
Faculty Opening
for Fall 1990.

1^

Ph.D. required, ABD considered. Primary
need is auditing. Preference to Assistant
Professor. Research for publication essential
for tenure. Send references and vita to Wil
liam G. Mister, Chairman, Department of
Accounting and Taxation, Colorado State
University, Fort Collins, CO 80523. Position
subject to funding. Search closes 2/15/90
and may be extended if not filled. An Equal
Opportunity Affirmative Action Employer.

The Woman CPA
Instructions to Authors

Editorial Philosophy
Manuscripts should be of interest
to those in the field of accounting.
They may cross all industry
segments and job activities, including
but not limited to: public accounting
firms, government, industry, not-forprofit, other private enterprise,
education, audit, tax, consulting,
internal audit, operations, financial
planning, litigation support, asset
management, general management,
etc.
Manuscripts are welcomed using
various methods of exploring issues
including, but not limited to: problem
identification, theory development,
exploratory research, confirmatory
research. Methods of presentation
are not limited and may include, for
example, description, case study,
empirical analysis.
Writing style will be important to
the selection of manuscripts.
Published articles must be easily
understandable and interesting to an
audience consisting of both
practitioners and academics. Topic
rather than research methodology
should be the primary focus. Any
original research must be based on
sound research methodology, and
sufficient background and
explanation must be included in the
manuscript to enable the reader to
assess the reliability of the work
done.
Format
All manuscripts should be typed
on one side of 81/2”x11” paper and be
double-spaced, except for indented
quotations, footnotes, and
references. As a general rule,
manuscripts should be as concise as
the subject and research method
permit. Margins should be at least
one inch to facilitate editing.
The cover page should contain the
title and author’s name.
When not in lists, numbers from
one through ten should be spelled
out, except where decimals are used.
All others should be written
numerically. The manuscript should

be written in third person and in non
sexist language. Articles by one
author should not employ the
editorial “we.”

statues, legal treatises or court cases,
citations acceptable in law reviews
should be used.

Length
Manuscripts of 2,000 to 3,000
words (eight to twelve typed pages)
and no more than two tables are a
good length. However, manuscripts
should not exceed 4,000 words
exclusive of tables or other
illustrative material.

Footnotes
Textual footnotes should be used
for definitions and explanations
whose inclusion in the body of the
manuscript might disrupt the
reading continuity.
Numerous footnotes and citations
do not necessarily make for a better
article and are not an indication of
thorough research.

Headings
All headings should be flush left
with the margin, with initial capital
letters. Subheadings should be
placed flush left with the margin, and
underscored, with initial capital
letters. If third-level headings are
necessary, they should be indented
the same as a paragraph indent,
underscored, with only the initial
letter of the first word capitalized,
and followed by a period with the
text following immediately.
Tables and Figures
Each table and figure should
appear on a separate page and bear
an arabic number and a title. A
reference should appear in the text
for each table or figure.
Literature Citations
Footnotes should not be used for
literature citations. Instead, the work
should be cited by the author’s name
and year of publication in the body of
the text in square brackets, e.g.,
[Armstrong, 1977]; [Sprouse and
Moonitz, 1962, p. 2]; [Hendriksen,
1973a]. Citations to institutional
works should employ acronyms or
short titles, where practical, e.g.,
[AAAASOBAT, 1966]; [AICPA
Cohen Commission Report, 1977];
[APB Opinion No. 15]; [SFAS No. 5];
[ASR No. 191]. If an author’s name is
mentioned in the text, it need not be
repeated in the citation, e.g.,
“Armstrong [1977, p. 40] says ...”
If a reference has more than three
authors, only the first name and et al.
should appear in the citation. In the
list of references, however, all of the
names must be shown. As indicated
in the Hendriksen citationbove, the
suffix, a, b, etc., should follow the
year when the reference list contains
more than one work published by an
author in a single year.
When the manuscript refers to

Reference List
When the manuscript cites other
literature, a list of references to
follow the text must be included.
Each entry should contain all the
data necessary for identification. The
entries should be arranged in
alphabetical order according to the
surname of the first author.
Institutions under whose auspices
one or more works without authors
have been published should also be
shown in alphabetical order. Multiple
works by the same author(s) should
be listed in chronological order of
publication.

Submission of Manuscripts
Three copies of each manuscript
should be submitted, manuscripts
should not be submitted elsewhere.
Previously published materials
should not be submitted.
Manuscripts should be sent to the
Associate Editor, Manuscripts, as
listed on the table of contents of each
issue.
All persons submitting
manuscripts will receive a letter of
acknowledgement. Manuscripts are
blind refereed and the process takes
one to two months. Authors will be
notified concerning acceptance,
recommended revision, or rejection
of their manuscripts. Manuscripts
will not be returned unless pre
addressed, stamped envelopes
accompany the submissions.
Acceptance rate is approximately
thirty percent. The author(s) of an
accepted manuscript will be asked to
sign a “permission to publish” form.
The author(s) should include a
brief biographical sketch (60 words
or less) in paragraph form. See any
issue for format. And, please, include
your complete address and telephone
number.
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IT'S FREE.
AND YOU CAN'T
AFFORD TO BE
WITHOUT IT.
The Robert Half1990 Salary Survey is
available now. And it’s yours for the asking.
The statistical information in the survey
has been compiled from the confidential job
order files of our offices throughout the
United States. Year after year, the Robert Half
Salary Survey has been the definitive guide-

line for starting salaries in accounting and
finance, banking and information systems.
Whether you’re a start-up company or an
established corporation, an employer or an
employee, you must stay current if you want
to stay ahead. Our Salary Survey provides
detailed compensation information on any
number of job descriptions, from CFO down.
Used as a resource by the federal gov
ernment in their Employment Outlook
Series, our 1990 Salary Survey gives you
vital salary information on your most
important asset.. .people. The information
in the survey is current, so you should be
using it now.

7b receive your complimentary
copy ofour 1990Salary Survey,
call your local Robert Halfoffice
or mail this coupon.
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ROBERT HALF

ROBERT HALF INTERNATIONAL INC.
P.O. BOX 883128
SAN FRANCISCO, CA 94188

Please send me a complimentary copy of your 1990
Salary Survey.
Name______
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Firm_______
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City/State/Zip
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